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ABSTRACT
This study examined the self-perceived leadership styles o f nursing department
chairpersons in National League for Nursing accredited schools in ten midwestem states.
Hersey and Blanchard's Situational Leadership model was used as the conceptual
framework for this descriptive study, and their LEAD-Self instrument was used to
determine leadership styles o f the 106 respondent nursing department chairpersons. In
addition, the Scholarly Productivity Index (SPI) was used to determine the nursing
chairpersons' involvement in prepublication and research, publication, editorial, and other
scholarly activities.
The results suggested that a majority (61 percent) o f nursing department
chairpersons perceived themselves as having a "participating" leadership style. Most
(36 percent) of the remaining chairpersons perceived themselves as having a "selling"
leadership style. The participants perceived their backup leadership styles to be in a reverse
order from their primary leadership styles with the "selling" leadership style the most
frequently used backup style and "participating" the second most frequently used backup
leadership style.
The leadership styles of nursing department chairpersons from large nursing
schools did not differ significantly from the leadership styles o f nursing department
chairpersons in small nursing schools. Likewise, the leadership styles of nursing
department chairpersons from public nursing schools did not differ significantly from the
leadership styles of nursing department chairpersons from private nursing schools.

The leadership style of the nursing department chairpersons was not found to be
related to scholarly productivity. There were no significant differences between the SPI
scores o f chairpersons from large nursing schools and those o f chairpersons from small
nursing schools. However, chairpersons from public nursing schools reported
significantly greater numbers of scholarly activities than did chairpersons from private
nursing schools. A majority o f nursing department chairpersons in the study reported that
they felt institutional pressure to engage in scholarly activities.
Based on the findings of this study, the recommendation was made that studies o f
nursing leadership be included in nursing education curriculum at the graduate level for the
purpose o f increasing the understanding o f leadership styles. Further study of the
relationship between the nursing department chairperson's leadership style and faculty
scholarly productivity would benefit the profession.

xi

CHAPTER I
INTRODUCTION
In the past, nurses prepared for careers which focused on providing individual
patient or community health care in the clinical setting. Schools o f nursing were controlled
by medical professionals and based at large hospitals. Upon completion of a nursing
program, nurses received certificates or diplomas and then had to pass state examinations
before receiving registered nurse licenses.
Beginning in the 1950s, the nursing profession began to change rapidly. The
nursing knowledge base and professional status grew as educational programs struggled to
keep up with changes (Leininger 1974). Nursing schools based at four-year colleges
began to offer baccalaureate degrees and to function much like other academic disciplines.
Universities began to seek nursing faculty members with master's and doctoral degrees to
teach in their nursing programs. Deans and department chairpersons or program area
directors were chosen to lead schools of nursing and to provide the administrative skills
necessary to guide the growing profession of nursing. Today, the discipline of nursing is
well established within the university community.
Since 1962 the National League for Nursing (NLN) has been gathering data on
nursing education. During the 1960s and 1970s, large increases in the numbers of
associate and baccalaureate programs were documented. Demand for college nursing
faculty peaked in 1984 and remains fairly stable. NLN data indicate that the number of
full-time faculty has decreased but the number of part-time faculty has increased. Reasons
for the increase in number of part-time faculty may include lack of financial resources for
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full-time salary and benefits and the difficulty of finding full-time qualified faculty
(National League for Nursing 1991b).
The educational level of nursing faculty members and administrators has
changed dramatically since NLN data collection began. In 1972, for example, 51.8 percent
o f baccalaureate nursing college administrators held doctoral degrees and 47.8 percent held
master’s degrees. By 1990, 86.6 percent of baccalaureate nursing college administrators
held doctorates and only 12.4 percent held master’s degrees. O f faculty members in
baccalaureate nursing programs in 1972,7.4 percent held doctoral degrees and 81.9
percent held master's degrees. By 1990, 37.7 percent held doctoral degrees and 61.3
percent held master's degrees (National League for Nursing 1991b). This rapid increase in
the number of nursing program administrators with doctoral degrees has been related to
changes in the overall organizational structure o f nursing education. Perhaps the culture of
academic organizations has influenced nursing faculty and administrators to seek doctoral
degrees.
Nursing education programs at the baccalaureate level are organized similarly to
other academic programs at colleges and universities. Nursing colleges generally are
headed by a dean, assistant and associate deans, and department chairpersons or program
area directors. This hierarchical academic structure is a different organizational structure
from that with which nurses are familiar in the hospital setting (Kennedy 1989).
The organizational structure which nurses experience in the hospital setting
generally involves a hospital administrator who reports to the hospital board of directors.
Usually the medical profession is strongly represented by several physicians on the
hospital board of directors. Many hospitals are owned by physician groups. Hospital
administrators usually receive information about the concerns o f the hospital nursing staff

from only the director of nurses. Head nurses, in charge of each separate nursing area,
report to the director o f nurses but have no contact with other hospital administrators.
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Therefore, the organizational structure most familiar to nurses has been dominated by the
medical profession and non-nursing administrators (Heydebrand 1973).
Nurses who serve as head nurses or directors o f nursing in hospitals possess
many leadership and administrative skills. As nursing education became established at
universities and faculty positions became available, experienced hospital nurses moved
from the clinical setting to the university. After experience as nursing faculty members,
some nurses were appointed to academic administration positions such as department
chairperson, program area director, or dean. Nursing faculty members generally are able
to make a successful transition from the hospital setting to the academic setting. For those
who become nursing college administrators, leadership skills learned in the clinical setting
may be transferred to the academic setting without great difficulty (Lucas 1986).
Nursing college administrators, including deans, assistant and associate deans,
and department chairpersons, need strong leadership skills. In addition, nursing faculty
members and administrators in baccalaureate colleges o f nursing must possess teaching and
research skills in order to compete successfully in the academic environment They are
encouraged to provide evidence of scholarly productivity. In fa c t the level o f scholarly
activity is used frequently in evaluation for professional credibility, promotion, and tenure
(Tucker 1981).
The nursing and teaching experiences of nursing faculty members vary greatly.
Some nursing departments consist primarily o f associate or full professors with many
years of teaching, research, and service experience in the academic setting but whose
clinical nursing years are long pasL Other nursing departments have many nontenured
faculty members who are relatively new to the academic environment although their recent
experience as practicing nurses may be extensive. Because of the differences in the
experiences of nursing department faculty members, the administrative effectiveness of the
department chairpersons may depend on their ability to use a variety of leadership styles.

4
Need for the Study
Schools o f nursing provide a unique setting for the study o f academic
leadership styles. Studies of the leadership styles o f nursing deans in the academic setting
and of nurses in the hospital setting are abundant in nursing literature. However, nursing
literature lacks studies reporting the leadership styles o f nursing department chairpersons.
Because nursing department chairpersons provide academic leadership and are a vital link
in the university organizational structure, this role is critical to the recruitment, retention,
and scholarly productivity of the faculty. The leadership styles of chairpersons also may
affect their own scholarly productivity.
Many authors have reported that continued research on nursing leadership
behavior and effectiveness is needed (Frieswick 1980; Thomas et al. 1990; Young,
Johnston, and Sweeney 1988). Only recently has academic chairperson leadership style in
general been studied (Knight and Holen 1985). Wakefield-Fisher (1987) indicated that
further research in the area of academic administration in schools o f nursing is needed.
The information derived from this study should be o f interest and importance to
nurses and professional nursing educators, including academic chairpersons. In nursing
education, academic chairpersons should understand their leadership styles in relationship
to their faculty members. Understanding leadership styles should promote a more
productive relationship between the faculty member and the chairperson to the benefit of
students, the university, and the nursing profession. Also, faculty members who seek
leadership positions within the academic environment may find the study helpful in
learning about the leadership requirements of the nursing chairperson.
The need for this study is directly related to the practice o f professional nursing.
General leadership studies of nurses in the hospital setting are abundant, but nurses may
not clearly understand leadership in the academic setting. Comparison o f this study with
leadership studies from the clinical setting may provide further understanding of leadership
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in nursing. Nurses in transition from the clinical setting to the university setting may find
that this study provides assistance in successfully making the change.
In conclusion, this study of nursing department chairperson leadership styles
will be useful to the profession of nursing in the areas o f nursing research, practice, and
education. Contributions in all three areas will be important to the professional knowledge
base in nursing.
Purpose of the Study
The purpose of this study was to identify the self-perceived leadership styles of
nursing department chairpersons in baccalaureate and higher degree schools of nursing in
the M idw est A study of the relationship between the scholarly productivity of nursing
department chairpersons and their self-perceived leadership styles was included.
Furthermore, the study examined the self-perceived leadership styles of the nursing
department chairperson as related to college size and status (public or private).
Theoretical Framework
The theoretical framework for this study was the Situational Leadership model,
a contingency approach to leadership proposed by Hersey and Blanchard (1977). The
model emphasizes the behavior of leaders as it relates to followers (Hersey and Blanchard
1988). In Hersey and Blanchard's book, Management of Organizational Behavior:
Utilizing Human Resources, the terms "task behavior" and "relationship behavior" were
used to describe the two dimensions of leader behavior in this model:
Task behavior The extent to which the leader engages in spelling out the duties
and responsibilities of an individual or group. These behaviors include telling
people what to do, how to do it, when to do it, where to do it, and who is to do
it (Hersey and Blanchard 1988, p. 172).
Relationship behavior: The extent to which the leader engages in two-way or
multi-way communication. The behaviors include listening, facilitating, and
supportive behaviors (Hersey and Blanchard 1988, p. 172).
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Hersey and Blanchard (1988) recommended that leaders evaluate follower
ability and willingness in order to determine the extent to which task and relationship
behaviors should be implemented. (See appendix A for the Hersey and Blanchard model.)
They also noted that effective leaders adapt their leadership styles to the situation by using
varying amounts of direction and support as followers increase or decrease in readiness or
developmental skills. According to Hersey and Blanchard (1988), leadership styles change
depending on the situation and the readiness or maturity o f the follower, suggesting that
different leadership styles may be appropriate in different situations. Hersey and
Blanchard identified four distinct leadership styles:
Style 1: This leadership style is characterized by above-average amounts of task
behavior and below-average amounts o f relationship behavior.
Style 2: This leadership style is characterized by above-average amounts of both
task and relationship behavior.
Style 3: This style is characterized by above-average amounts of relationship
behavior and below-average amounts of task behavior.
Style 4: This style is characterized by below-average amounts o f both task and
relationship behavior (p. 173).
When applied to the academic chairperson's leadership behavior, this theory
suggests that the chairperson should assess the readiness and the ability o f faculty members
in the departm ent Based on this assessment, the nursing chairperson would use high task
and high relationship behaviors (selling) with faculty members who are less experienced or
educated. The chairperson would use low task and low relationship behaviors (delegating)
with highly experienced or educated faculty members. Therefore, the Situational
Leadership model is congruent with the concept that the effectiveness of the nursing
chairperson's leadership style depends upon the level of faculty readiness and maturity.
Leaders evaluate their leadership style by considering the overall performance of the faculty
group and then make appropriate adjustments in their leadership behaviors.
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The Situational Leadership model is especially useful when used with a
measurement of scholarly productivity. Scholarly productivity is important to the
profession o f nursing and to the career o f the nursing faculty member, including the
nursing department chairperson. Professional nursing practice is dependent on published
nursing research. For the most part, nursing research is conducted by university nursing
faculty members. Usually tenure and promotion of faculty members are based on level of
scholarly productivity. The leadership style o f the nursing department chairperson may
either facilitate or inhibit faculty members' scholarly productivity as well as the
administrator's own productivity. This study will explore the relationship between

self-perceived leadership style and nursing chairperson scholarly productivity.
Delimitations
The following delimitations apply to this study:
1. Only schools of nursing in Illinois, Iowa, Kansas, Michigan, Minnesota,
Montana, Nebraska, North Dakota, South Dakota, and Wisconsin were included in this
study.
2. Only National League for Nursing (NLN) accredited baccalaureate and
higher degree schools of nursing were included in this study.
3. Only nursing chairpersons from NLN accredited baccalaureate and higher
degree schools of nursing were asked to participate in this study.
Assumptions
The following assumptions were made in designing this study:
1. Schools of nursing have administrative organizational structures that include
deans, assistant and associate deans, and department chairpersons.
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2. Nursing faculty members possess various levels o f ability and willingness
to meet career expectations due to differences in levels of education, teaching, and research
experience and expertise.
3. Scholarly activity, including funded research proposals, published journal
articles and books, and scholarly presentations, is conducted by nursing school
administrators and faculty members.
4. Self-perceived leadership styles of department chairpersons and scholarly
productivity of chairpersons can be measured by using reliable, valid instruments.
5. Hersey and Blanchard's instrument for measuring leadership style,
LEAD-Self, can be applied to nursing education administrators.
6. Nursing department chairpersons completed the instruments used in the
study honestly and accurately.
Definitions
For the purposes of this study, the following terms and their definitions are
pertinent:
Assistant/associate dean: An academic administrator who reports directly to and
is assigned duties by the dean of the school o f nursing; a position of limited authority over
the faculty of the school of nursing.
Chairperson: An academic administrator o f a nursing department or specific
program area in the school or college of nursing; a position of administrative responsibility
for faculty members in the nursing department or program area.
Dean: Chief academic administrator in a school of nursing; a position with
responsibilities including oversight of all aspects of the school of nursing.
Hospital or clinical nursing: The practice of professional nursing in the hospital
or clinical setting usually with an emphasis on the care of clients and the delivery of health
care.
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Large nursing schools: Schools o f nursing with a total student enrollment of
more than one hundred students as reported by NLN in 1991.
Leadership: The act o f influencing the behavior of others in order to accomplish
the goals of the organization.
Leadership style: The department chairperson's leadership behaviors which
influence the professional performance o f faculty members.
I .F.AD-Self: A valid, reliable instrument designed by Hersey and Blanchard
(1988) to measure four aspects of self-perceived leadership style: primary leadership style,
secondary leadership style, range of leadership style, and adaptability of leadership style.
National League for Nursing: The national nursing organization which grants or
denies accreditation to schools o f nursing in the United States.
NLN accredited schools of nursing: Those schools which have been awarded
accreditation after being evaluated by NLN. NLN accreditation is the professional standard
o f academic credibility for schools of nursing in the United States.
Nursing college administrator Administrative positions such as a dean,
associate/assistant dean, department chairperson, program area director, or department
head within a school of nursing.
Nursing department: An academic unit within a college or university which
offers a baccalaureate or higher degree in nursing.
Nursing program: Synonymous term for school or college of nursing; specific
nursing programs may exist within a school or college of nursing.
Scholarly productivity: Research or creative work produced by faculty members
or administrators; includes published articles and books, funded grant proposals,
conference presentations, and other professional research-related activity as measured by
the Scholarly Productivity Index (SPI).
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Scholarly Productivity Index (SPD: An instrument designed by
Wakefield-Fisher (1987) to measure the scholarly productivity o f nursing college deans.
School of nursing: An NLN accredited baccalaureate or higher degree granting
nursing program located in a college or university.
Small nursing schools: Schools of nursing with a total student enrollment of
fewer than one hundred students as reported by NLN in 1991.
Research Questions

The following research questions were investigated in this study:
1. What are the self-perceived leadership styles of nursing department
chairpersons in baccalaureate and higher degree schools of nursing as measured by the
LEAD-Self?
2. Is there a difference in self-perceived leadership styles of nursing
department chairpersons of large baccalaureate and higher degree schools of nursing and
nursing department chairpersons of small baccalaureate and higher degree schools of
nursing?
3. Is there a difference in self-perceived leadership styles of nursing
department chairpersons of public baccalaureate and higher degree schools of nursing and
nursing department chairpersons of private baccalaureate and higher degree schools of
nursing?
4. Is there a relationship between self-perceived leadership styles o f nursing
department chairpersons and their scholarly productivity?
Organization of the Study
This chapter explained the purpose of this study in regard to self-perceived
leadership styles of nursing department chairpersons. Need for the study, the theoretical
framework, definitions of pertinent terms, delimitations, and research questions were
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described. Chapter two includes a review of literature related to academic chairpersons,
including general leadership theory, chairperson leadership in higher education, and
general leadership theory in nursing. Chapter three describes the methodology of the
study, including a description of the study's participants, the survey instruments, and the
procedures used for collection and analysis of data. Chapter four presents the findings of
the study. Chapter five includes a summary, discussion, conclusions, and
recommendations.

CHAPTER II
REVIEW OF THE LITERATURE
This chapter includes a review o f the literature pertinent to leadership in the
nursing profession and nursing education. An historical review o f general leadership
theory is followed by a review o f literature related to academic chairperson leadership.
Literature related to nursing leadership in the clinical or hospital setting and in higher
education then is discussed. A review of the literature related to scholarly productivity in
nursing education concludes this chapter.
General Leadership Theory
In recent years, nursing education administrators have attempted to understand
the complex, multidisciplinary nature of leadership. Nursing literature on leadership
reflects the influence of leadership theories developed in many disciplines, including
business, industry, psychology, and education. Therefore, an examination of general
leadership theory as well as its application to higher education is useful.
History of Leadership Theory
Early studies of leadership resulted in theories that attempted to explain
leadership from a single characteristic perspective. When these theories were applied,
great leadership abilities were linked to a physical or personality trait For example, a great
leader was thought to be large and strong in physical stature and male in gender. A great
leader might possess charismatic personality traits, such as a commanding voice, sincere
demeanor, or enthusiastic behavior (Knickerbocker 1961).
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Similar to the trait theory of leadership was the Great Man Theory, which
resulted from a study of the biographies o f historical leaders. This theory promoted the
idea that intelligence, skill, initiative, and persistence are the most prevalent characteristics
o f good leaders because great leaders of history possessed these traits. The trait theories
were narrow in scope, and their usefulness was limited by the absence o f other
leadership-management situation elements (Tappan 1989).
During the 1930s and 1940s, functional or behavioral theories o f leadership
were developed. These theories focused on the individual leader and considered what the
leader does instead o f personal characteristics or traits. In the 1930s, Lewin, Lippitt, and
White studied interactions between leaders and followers and classified leaders into three
groups based on leadership style. The first leadership pattern was known as authoritarian.
Leadership behavior in the authoritarian pattern included maintaining strong control over
subordinates by giving commands and expecting them to be followed. Decisions were
made by the authoritarian leader alone with little or no group input. The second leadership
pattern, called democratic, was characterized by group decision making, acceptance of
individual responsibility, and concern and consideration for other group members. The
third leadership pattern, known as laissez-faire, was characterized as passive and
nondirective in style. These leaders generally were uninvolved in attempting to motivate or
coordinate group activities; instead, the leaders allowed subordinates to decide how to
perform their duties (Lewin, Lippitt, and White 1939).
Beginning in the 1940s and 1950s, many researchers examined and categorized
leader functions. While studying leader behaviors of several different groups of leaders
such as A ir Force crews and school personnel, Stogdill and Coons (1957) identified a
number of traits but noted that the traits varied according to the situation. They were
among the first researchers to use questionnaires to collect data by which to measure
leadership behaviors. Correlation between various leadership traits and leader effectiveness
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was not found, and they suggested that effective leadership traits were linked to different
situations (Stogdill and Coons 1957).
During the 1950s, researchers began to study human motivation and attempted
to understand the behavior of individuals in terms of their strongest needs. These studies
began another era in the understanding of human behavior, and theories describing
motivation o f humans were developed. A relationship between leadership theory and
motivational theory became evident
One of the earliest and most recognized theories of human motivation was
Maslow's Hierarchy o f Human Needs. Maslow theorized that the lowest or most basic
needs are physiological in nature, such as the need for food, air, clothing, and shelter.
Second in the hierarchy are needs for safety and security, followed by needs for love and
affection or social belonging. The fourth level o f human needs includes the need for
self-esteem or recognition. The final level on Maslow's hierarchy involves
self-actualization. According to Maslow, once each set o f needs in the hierarchy has been
met to a satisfactory degree, the individual will experience needs on the next level. For
leaders, Maslow's theory provides a useful context for understanding that human
motivations and needs vary (Maslow 1954).
Maslow's theory spawned other studies of human needs and motivation,
leading to more complex theories of leadership and motivation, such as McGregor's
Theory X and Theory Y. McGregor (1960) described two sets of assumptions about the
nature of human beings in his book, The Human Side of Enterprise. The first set of
assumptions, Theory X, portrays the ordinary worker as lazy, unmotivated, not very
smart, and unlikely to enjoy work. Theory X implies that the leader must control the work
situation and that followers must be watched carefully and told what to do. The second set
o f assumptions, Theory Y, portrays the worker as ambitious, motivated, capable, and
likely to enjoy work.
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Under Theory X, the worker’s lack of motivation is assumed to be inherent,
forcing the leader to control the work situation and the worker if any goals are to be m et
Under Theory Y, the worker's lack of motivation is assumed to be related to the leader’s
poor leadership skills resulting in the unmet needs o f workers. Leaders who have a Theory
Y perspective ensure that workers enjoy their jobs because their needs are met and because
their personal goals are consistent with the goals of the organization. Theory Y leaders
provide opportunity for worker growth and encourage worker creativity (McGregor 1960).
Worker satisfaction was a concern to Ouchi when he used aspects of
McGregor's Theory X and Theory Y to develop his democratic approach to leadership,
known as Theory Z. Based on studies of successful Japanese organizations, Theory Z
attempts to explain that worker satisfaction will increase if the worker participates in
decision making. Indirect supervision, slower promotions, and company loyalty are
elements of successful Theory Z work environments designed to result in higher
productivity levels (Ouchi 1981).
Also building on McGregor's work, Herzberg (1966) studied employee
descriptions of work-related incidents that made them feel especially good or especially
bad. He separated the elements into two categories o f factors which affect the
dissatisfaction and satisfaction of workers. The first category, hygiene factors, includes
workers' needs to avoid physical discomfort and insecurity. W orkers will be dissatisfied if
this category of needs is unm et Herzberg's second category, motivational factors,
includes individual needs for psychological development. If this category of needs is met,
the worker will be satisfied. According to Herzberg, these two categories are completely
independent In other words, meeting the hygiene needs of workers will not automatically
increase worker satisfaction, and meeting the motivation needs o f workers will not
automatically decrease dissatisfaction. Effective leaders provide mechanisms for meeting
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both sets of worker needs either direcdy or by providing opportunities in the work
environment for them to be met (Herzberg 1966).
In the 1950s and 1960s, the use o f questionnaires to collect data for use in the
measurement and description o f leadership behaviors became common. Researchers at The
Ohio State University have been examining leadership behavior since the late 1940s, and
many influential studies of leadership behavior have been reported Early results of the
Ohio State Leadership Studies indicated that subordinates perceived their leader's behavior
as falling into two distinct categories. The two categories were labeled "initiating
structure," which includes task functions, and "consideration," which includes relationship
functions (Halpin and Winer 1957). Dimensions were scored from high to low and plotted
on horizontal and vertical axes to determine the respondent's leadership style:
Quadrant 1: High Structure and Low Consideration
Quadrant 2: High Structure and High Consideration
Quadrant 3: High Consideration and Low Structure
Quadrant 4: Low Structure and High Consideration
As part of the Ohio State Leadership Studies, several questionnaires were
constructed specifically to measure consideration and initiating structure. Among the
questionnaires developed to measure the two dimensions were the Leader Behavior
Description Questionnaire (LBDQ) and the Leader Opinion Questionnaire (LOQ). Using
these instruments, researchers reported that leaders who ranked low on initiating structure
and consideration behaviors were rated as ineffective by supervisors and subordinates.
Leaders who ranked high on initiating structure and consideration were rated as effective
leaders by both groups (Cartwright and Zander 1960).
Another instrument developed as part of the Ohio State Leadership Studies to
measure leadership behaviors similar to initiating structure and consideration was the
Managerial Grid, designed by Blake and Mouton (1964). The Managerial Grid combined
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the dimensions of task accomplishment and relationship, which were closely related to
initiating structure and consideration. The task-oriented leader encourages group
productivity and is concerned with completing the work tasks. The relationship-oriented
leader is more concerned with interpersonal relationships and activities which meet the
worker’s needs.
On the Managerial Grid, task accomplishment was represented on the horizontal
axis, and concern for people or relationships was represented on the vertical axis. (See
appendix B.) The axes divided the grid into four quadrants. Five types o f leadership
styles, similar to the styles identified in earlier Ohio State Leadership Studies, were
proposed with one style in each quadrant and one in the center
1. Impoverished (1-1, bottom left quadrant) indicates that the leader exerts only
minimum effort
2. Country Club (1-9, top left quadrant) indicates that the leader is primarily
concerned that the employees are happy.
3. Task (9-1, bottom right quadrant) indicates that tasks are being
accomplished but relationships among employees pose problems.
4. Middle of the Road (5-5, center intersection) indicates that there is a balance
between concern for production and concern for relationships with goals being met and
employees satisfied.
5. Team (9-9, top right quadrant) indicates that employees are committed to
organizational goals in an environment of trust and support.
Several combinations of leadership behaviors allow for individual placement on the
Managerial Grid. Differences in leadership styles can be measured and insight about
leadership behaviors can be gained by leaders and subordinates (Blake and Mouton 1964).
In the late 1960s, the concepts of the Managerial Grid were expanded by
Reddin when he added an effectiveness dimension to the relationship and task orientations.
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Reddin's 3-D Model suggested that "leadership behavior can be exhibited in a more or less
skillful fashion. . . and that even though a particular style of leadership is appropriate in a
given situation, it will not be effective unless the leader has sufficient skill in using that
style of leadership" (Yukl 1981, p. 144).
In the late 1960s and the 1970s, studies o f worker motivation, work
environments, and leader behavior led to the development of theories of situational
leadership. Although Stogdill had noted as early as 1949 that the situation was an
important variable in leadership, theories of human motivation and leader behavior were not
developed sufficiently to allow consideration of yet another variable (Hersey and Blanchard
1988).
Fiedler (1967) was one of the first to determine that the combination of the
power of the leader, the nature of the task to be accomplished, and the situation determined
the type of leadership style or behaviors that would work best in the given situation. In his
Contingency Model, he suggested that leadership effectiveness is contingent upon these
three factors. Fiedler also suggested that three major variables in the work situation
determine whether or not a situation is favorable to the leader
1. Leader-Member Relations—the type o f personal relationships which the
leader has established with members of their group.
2. Task Structure—the amount of structure in the task that the group has been
assigned.
3. Position Pow er-the power and authority that the leader's position provides.
In his discussion of the favorableness of a situation, Fiedler (1967) said it is
"the degree to which the situation enables the leader to exert his influence over his group"
(p. 13). The Contingency Model has eight possible combinations o f these three situational
variables, and leadership situations will vary from high to low based on these variables.
The best situation for the leader is one in which there are good leader-member relationships
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and high position power and the task is highly structured or well defined. The worst
situation for leaders is when there are poor leader-member relationships and little position
power and an ill-defined task. Fiedler used the eight situations suggested by his
Contingency Model to determine the most effective leadership style—task oriented or
relationship oriented—for each situation. He suggested that to be effective leaders can and
should alter their leadership styles depending on the situation (Fiedler 1967).
Other researchers developed models based on Fiedler’s Contingency Model.
For example, Vroom and Yetton (1973) suggested that the leader's personal characteristics
interact with situational variables and result in leader behavior which affects the
organization's effectiveness. According to Vroom and Yetton, three types o f outcomes
determine the effectiveness of a decision:
1. Time required to make the decision
2. Logic, or rationality of the decision
3. Subordinates' commitment to carry out the decision in an effective manner
Leaders using this model can evaluate a situation by answering "yes" or "no" to
eight questions:
1. If decision were accepted, would it make a difference which course of action
were adopted?
2. Do I have sufficient information to make a high-quality decision?
3. Do subordinates have sufficient additional information to result in a high quality
decision?
4. Do I know exactly what information is needed, who possesses it, and how to
collect it?
5. Is acceptance of decision by subordinates critical to effective implementation?
6. If I were to make the solution [decision] by myself, is it certain to be accepted by
my subordinates?
7. Can subordinates be trusted to base solutions [decisions] on organizational
considerations ?
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8. Is conflict among subordinates likely in preferred solution (Vroom and Yetton
1973, pp. 213-18)?
After answering these questions, the leader consults a numbered flowchart to determine the
best of five decision-making styles as summarized below:
1. The leader makes a decision based on the available information.
2. After obtaining needed information from followers, the leader makes a
decision. The leader has not asked the followers for alternative solutions.
3. The problem is shared individually with followers to seek their suggestions,
and the decision is made with those suggestions in mind.
4. The followers are asked for their suggestions in a group situation and a
decision is made which might reflect the group's input.
5. Leader and followers discuss the problem in a group and attempt to reach
consensus (Vroom and Yetton 1973).
Vroom and Yetton's model is important because of their belief that leaders have the ability
to vary their leadership style to fit the situation.
Other theorists also considered situational factors in leadership theory
development In their development of the Path-Goal Theory, House and Mitchell (1974)
included the scope o f the task to be done, role ambiguity, the worker's expectations and
perceptions of the task, and ways in which the leader could influence worker expectations.
Because they worked with the Ohio State Leadership Studies, House and Mitchell used
consideration and initiating structure, the categories used earlier in the development of the
LBDQ, in explaining their theory:
According to this theory, leaders are effective because of their impact on
subordinates' motivation, ability to perform effectively and satisfactions. The
theory is called Path-Goal because its major concern is how the leader influences
the subordinates' perceptions of their work goals, personal goals and paths to
goal attainment. The theory suggests that a leader's behavior is motivating or
satisfying to the degree that the behavior increases subordinate goal attainment and
clarifies the paths to these goals (p. 81).
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The leader who can anticipate the worker's expectations, be supportive by
removing obstacles to completing the task, and estimate the expected reward to the worker
will be a more effective leader. A clarification of the pathway to the goals is important for
the leader using this theory (House and Mitchell 1974).
These early research studies of leadership indicate that it has many complex
aspects. The study o f leadership continued in the 1980s with Hersey and Blanchard
becoming prominent for their work in situational leadership.
The Hersev and Blanchard Model
Theories incorporating the situational aspects o f leadership have been further
developed by Hersey and Blanchard (1988) at The Ohio State University. Based on the
Managerial Grid of Blake and Mouton (1964), the Situational Leadership model
incorporates the concepts of initiating structure and consideration plus Reddin's leadership
effectiveness element. Hersey and Blanchard (1988) refer to "initiating structure" as "task
behavior" and to "consideration" as "relationship behavior." Their definitions o f the three
key elements of their model are as follows:
1. Task Behavior The extent to which the leader engages in spelling out the
duties and responsibilities of an individual or group. These behaviors include
telling people what to do, how to do it, when to do it, where to do it, and who is
to do it.
2. Relationship Behavior The extent to which the leader engages in two-way or
multi-way communication. These behaviors include listening, facilitating, and
supportive behaviors.
3. Readiness: The extent to which a follower has the ability and willingness to
accomplish a specific task (pp. 172, 174).
Hersey and Blanchard's Situational Leadership model is based on the concept
that the leadership style (the task and relationship behaviors) used by the leader should
depend on the ability and readiness levels of the followers. Hersey and Blanchard
recommended that leaders evaluate follower ability and willingness in order to determine
the extent to which task and relationship behaviors should be implemented. They also
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suggested that effective leaders adapt their leadership styles to the situation by using
various amounts of direction and support as followers increase or decrease in readiness.
The level of subordinate readiness is on a continuum and, depending upon the degree of
follower readiness, the leader applies the appropriate degree of task and relationship
behaviors. As follower readiness level increases, the effective leader behavior requires less
task behavior and less relationship behavior. In other words, effective leadership will
involve more flexibility and change as followers mature.
Because a different style is appropriate in different situations, the independent
dimensions o f task behavior and relationship behavior are used to describe four distinct
leadership styles on a two-dimensional grid. (See appendix A.) The horizontal axis
represents "task behavior" (guidance behavior) and the vertical axis represents "relationship
behavior" (supportive behavior). Both axes are scaled from low to high, forming a matrix
of four quadrants. One of the four leadership styles is identified in each quadrant:
Style 1: This leadership style is characterized by above-average amounts of task
behavior and below-average amounts o f relationship behavior.
Style 2: This leadership style is characterized by above-average amounts of
both task and relationship behavior.
Style 3: This style is characterized by above-average amounts o f relationship
behavior and below-average amounts of task behavior.
Style 4: This style is characterized by below-average amounts of both task
behavior and relationship behavior (Hersey and Blanchard 1988, p. 173).
Under the four quadrants, a scale is used to assess the readiness of the
followers. Two components are used on the scale:
1. Ability: The knowledge, experience, and skill that an individual or group
brings to a particular task or activity.
2. Willingness: The extent to which an individual or group has the confidence,
commitment, and motivation to accomplish a specific task (p. 175).
The readiness scale has four levels which are divided from left to right:
Readiness Level Four (R41 High: The follower possesses the ability to complete
the task and is, therefore, confident and committed to accomplishing i t
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Readiness Level Three (R3~) Moderate: The follower possesses the ability to
complete the task but is unwilling and apprehensive about doing it alone.
Readiness Level Two fR2i Moderate: The follower is unable but willing and
confident as long as the leader is present providing guidance.
Readiness Level One (R l) Low: The follower is unable, unwilling, and insecure
and lacking in commitment, motivation and confidence (Hersey and Blanchard
1988, pp. 176-77).
The leader’s task and relationship behaviors are represented by a bell-shaped curve
beginning in quadrant four and ending in quadrant one with the top of the bell evenly
divided between quadrants two and three. Below the matrix, the readiness scale directly
corresponds to the leadership behavior curve.
In order for the model to be useful to the leader, a point on the readiness scale
must be identified which corresponds to the follower's readiness to perform a specific task.
A perpendicular line is drawn from that point to where it intersects the bell-shaped curve.
The most appropriate task and relationship behaviors are indicated at the intersecting point.
For example, if a task is unfamiliar to the follower, the leader should be directive.
However, as the follower becomes more comfortable performing the task, the leader
should shift to a more participating style. As continuing changes occur in follower
readiness for the task, the leader should adapt the leadership style appropriate for the
situation.
During the development of the Situational Leadership model, Hersey and
Blanchard refined several instruments to measure leadership styles and follower readiness.
One of the instruments developed to measure leadership style, range, and adaptability from
the leader's perspective is the Leadership Effectiveness Adaptability Description-Self
(LEAD-Self). Another instrument, designed for use with the LEAD-Self, measures
leadership style, range, and adaptability from the follower's perspective and is called the
Leadership Effectiveness Adaptability Description-Other (LEAD-Other). Behaviors scored
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by the two instruments represent the leader's response or the follower’s perception o f the
leader's response to twelve different work situations.
Hersey and Blanchard's Situational Leadership model has been used to assist
many leaders of various organizations become more effective. Combined with the
traditional elements of task and relationship behavior, effectiveness and follower readiness
factors provide a more comprehensive view of leadership than that provided by earlier
models (Hambleton and Gumpert 1982).
Hersey and Blanchard's model has been tested by other researchers. For
example, results of a study by Hambleton and Gumpert (1982) indicated that the Situational
Leadership model, correctly applied, can result in higher job performance levels in
subordinates. Using Situational Leadership as a conceptual model, Hambleton and
Gumpert conducted their study with 65 managers, 189 subordinates, and 56 supervisors at
Xerox Corporation. They asked if managers who use the Situational Leadership model
correctly in their interactions with followers are more likely to be effective than managers
who do n o t Managers completed instruments designed to measure self-perceptions o f
leadership style and effectiveness and the Professional Maturity Scale designed to measure
subordinate level of maturity. Subordinates were asked to complete similar instruments in
order to rate their managers in the same areas. The Professional Maturity Scale was
completed by subordinates to measure their perception of their own maturity in relation to
their work. The Employee Questionnaire, also completed by subordinates, gave them the
opportunity to assess their own performance and the manager's leadership style on each of
the subordinate objectives. The leader's supervisors also completed instruments to
measure the leadership style and effectiveness o f the leader.
Results of Hambleton and Gumpert's study showed that high performing
managers were rated higher by their subordinates and supervisors in leadership
effectiveness and were perceived as showing more flexibility in leadership style selection
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than low performing managers. Managers applying the Situational Leadership model
correctly rated their subordinates' job performance higher than when they were not
applying it correctly. On the basis of these results, Hambleton and Gumpert concluded that
there is a significant relationship between the manager’s leadership style in particular
situations and the manager's perceptions o f subordinate job performance. Thus, the study
provides some evidence for the validity of Hersey and Blanchard's model (Hambleton and
Gumpert 1982).
The Situational Leadership model has been criticized by some researchers. In
his book, Leadership in Organizations. Yukl (1981) claimed that Hersey and Blanchard
provide little evidence in support of their theory. Earlier studies of task-oriented and
relationship-oriented behaviors did not attempt to measure maturity, and Yukl suggested
that maturity is not clearly defined by Hersey and Blanchard. Claiming that rationale for
relationships in the theory is absent, Yukl raised a concern about the limitations of using
two categories of leadership behavior "By continuing to look only at two broadly defined
categories of leader behavior, many important distinctions between different aspects o f each
kind o f behavior are overlooked" (p. 144).
Even though Yukl had concerns about the model, he believed that research of
the model should continue. He stated that one o f the major positive contributions of the
model is the emphasis on flexible and adaptable leader behavior. Another important
contribution o f the model is the promotion of the idea that leader behavior changes as the
situation involving the subordinate changes (Yukl 1981).
In summary, reports of leadership studies are abundant in the literature of the
past several decades. Interest in the elusive nature of leadership has resulted in the
evolution from simple trait leadership theories to the more complex situational leadership
models. Hersey and Blanchard's Situational Leadership model appears to be one of the
most useful theories of leadership as it continues to be studied and modified in the 1990s.
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Chairperson Leadership in Higher Education
This section is limited to a review of the literature related to the chairperson's
characteristics and role in higher education. During the past forty years, the role of the
chairperson or department head in colleges and universities has become an interest of
higher education researchers.
College departmentalization began in the 1700s when Harvard College initiated
a departmental organizational structure due to increased enrollment and the need for more
than one professor per discipline (Quincy 1840). Since then, the academic department has
become the basic administrative unit in colleges and universities, and the department
administrator has become known as the department chairperson.
The department chairperson has become recognized as an important component
in the administration of higher education (Jennerich 1981). Early in the 1940s, Wilson
(1942) stated that the chairperson is the "key position" in the institution, not just in the
department Other writers have described the chairperson as the key administrative officer
in universities (Corson I960; Ort 1977; Patton 1961).
In the 1970s, the importance of the chairperson to the overall effectiveness of
higher education was recognized, and programs to increase the effectiveness of
chairpersons in the organization were implemented (Jennerich 1981). One of the most
prominent of such programs was offered by the Rochester Institute of Technology
beginning in 1978 (Plough 1979). Plough reported the results o f this program designed
for development of academic leadership in department chairpersons. The program was
based on three assumptions: (1) that the department chairperson is a primary filter affecting
academic change and climate within an institution, (2) that an academic leadership program
will have an impact on a university only if conceived within the context of the
characteristics of the professionals it serves, and (3) that academic leadership development
is more appropriate for higher education chairpersons than management training. Results
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of the program indicated that chairpersons made significant new commitments of time and
resources to the professional development of their faculty after completing the program
(Plough 1979).
In general, higher education administrators have been recognized for their
contribution to the effective operation of universities and colleges. However, there is a
surprising lack of research reported in the literature about the role of the department
chairperson (Jennerich 1981). One of the earliest studies o f department chairpersons was
conducted by Doyle (1953). He described the status and function of department
chairpersons at 33 liberal arts colleges. The quality of departmental leadership related to the
reputation of the department was examined by Hemphill (1949). His focus was on
organizing or structuring and concern for relationships with faculty members:
Departments that achieve a reputation for good administration are those led by
chairmen who attend to both of the facets of leadership measured, i.e., they
concern themselves with (1) organizing departmental activities and initiating new
ways o f solving departmental problems, and (2) at the same time develop warm,
considerate relationships with members o f the department (p. 81).
Since the 1950s, some studies have focused exclusively on the role o f the
academic chairperson (Bullen 1969; Young 1974). Other researchers described the role of
the chairperson in individual institutions (Davidson 1967). Roach (1976) reported that 80
percent of the administrative decisions in colleges are made by department chairpersons.
In her dissertation study of the nursing department chairperson, Qrt (1977)
stated that the role of the department chairperson has been studied from the perspectives of
leadership, power, decision making, and reputation o f the department. Her study focused
on role conflict for department chairpersons and found that the leading source o f conflict
for the department chairperson in the nursing school was the dean (Ort 1977).
Later studies of the department chairperson began to focus on other elements of
leadership. Administrative effectiveness o f the academic department head was studied by
Hoyt and Spangler (1978). They found significant positive correlations between
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behavioral descriptors and variables of democratic practice, structuring, interpersonal
sensitivity, and vigor. Their suggestions for leadership effectiveness were similar to those
o f Eble (1979), who also made recommendations for improving leadership skills and
effectiveness. Both authors emphasized the importance o f good relations with faculty
members and good communication skills.
Interest in leadership styles of academic leaders became evident in the literature
in the late 1970s. In 1979, Dufty and Williams reported a study comparing the procedures
and styles of decision making used by academic heads with those reported in studies o f
other types o f managers. The results indicated that academic heads are as effective as other
managers, but they tend to use participatory and power-sharing procedures more than their
counterparts in private industry and public service. Study results indicated that "styles of
leadership involving higher degrees o f participation than is customary in public or private
bureaucracies are used without any apparent cost in terms o f effectiveness” (p. 37). The
study also provided support for Heller and Reddin’s Contingency Theory o f Leadership
(Dufty and Williams 1979). Smith (1979) traced the history of her experience as the
chairperson o f an English department and discussed the requirements for effective
leadership. She indicated that communication among chairpersons and faculty members is
important for an effective department.
Some authors continue to discuss personality traits determined to be important
for effective leadership. In their study of leadership style and managerial effectiveness
among community college department heads, Appleby and Nunnery (1980) described the
contribution of five traits to effective leadership. The traits (independent variables) were
the need for power, affiliation need, inhibition, achievement orientation, and leadership
style. To measure managerial effectiveness, faculty perception o f openness of
organizational climate was used. Results indicated that the motivation profile for
department heads was similar to that of effective corporate managers but that only 8 percent
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of the variance in organizational climate could be accounted for by the independent
variables. The study suggested that effective managers have a greater need for influencing
faculty for the good o f the organization than for affiliation (Appleby and Nunnery 1980).
In the 1980s continued concern for the role and responsibilities o f the
department chairperson was noted in the literature. Scott (1980), in his dissertation study
o f roles and responsibilities of department heads, suggested that due to the changing
conditions in higher education there were three primary concerns for the department head:
mission, faculty, and curriculum. He also mentioned the importance to the functioning of
the department head of possessing leadership qualities, managing role ambiguity and
stress, maintaining quality, and encouraging organizational vitality (Scott 1980).
Jennerich (1981) conducted a study o f 218 department chairpersons to
determine the types of skills thought to be important for the performance of chairperson
duties. The chairpersons were asked to rank fourteen competencies from highest to lowest
in importance. Results indicated that character and integrity were the most important
characteristics to the chairperson, followed by leadership ability, interpersonal skills, ability
to communicate effectively, and decision-making ability. The lowest ranked skill was fund
raising ability.
Departmental structure and faculty-chairperson relationships are two aspects of
leadership o f interest to scholars. One of the most important assets that a department
chairperson can possess is leadership ability (Tucker 1981). Tucker used Hersey and
Blanchard's Situational Leadership model as a framework for discussing the academic
department and the chairperson role. According to Tucker, characteristics of departments
can be examined based on size (number of faculty members) and maturity (faculty
members' number of years in the department). The Situational Leadership model is useful
when applied to department characteristics.
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According to Tucker, small, mature departments are usually comfortable and
stable, and the department chairperson should use a leadership style appropriate for mature
followers. Large, immature departments seem to have problems similar to those of small,
immature departments. Tucker (1981) stated that a "strong will and steel nerves" (p. 31)
are necessary requirements for the chairperson of this type o f departm ent He suggested
that leaders of these departments use leadership styles high in relationship behavior and
high in task behavior in order to assist faculty members in reaching professional goals.
Large, mature departments seem to organize themselves into "feudal territories"
or "assembly lines" (Tucker 1981, p. 31). Tucker implied that, as departments age,
members tend to separate into specialized groups with specific interests. As conflict arises,
consensus-based decisions are difficult to reach and department meetings tend to be
increasingly more stressful for the chairperson and for the faculty. In order to minimize the
stress and conflict, the wise chairperson sets and posts an agenda in advance of the
meeting. Recognizing the challenge of this situation for the chairperson, Tucker suggested
that an appropriate leadership style would be high in relationship behavior and low in task
behavior.
Tucker (1981) included a description of Maccoby’s four leadership styles of
corporate executives. Maccoby's application of the roles o f the spectator, the technician,
the jungle fighter, and the gamesman might parallel leadership roles in the academic
department (Tucker 1981). Maccoby (1977) described the role of the spectator as the
leader who is passive and cooperative. In areas o f potential or actual conflict, the spectator
encourages compromise. The technician is described as an excellent bureaucrat.
Organizational policies are followed precisely and maintenance of the status quo seems
adequate to the technician. Decisions are made with little input from followers. The jungle
fighter will work hard to improve the organization and will be planning to move up the
chain of command in the process. Jungle fighters usually are not democratic leaders but
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will "fight" for the good of all as they perceive it. Most jungle fighters are fairly successful
in their endeavors but will be criticized at times by followers for their self-serving
leadership styles. The gamesman's style is the most flexible o f the leadership styles, and
consideration of situational variables is obvious in this leadership style. The
gamesman is intelligent, courageous, and has a good sense of humor. The gamesman will
attempt to keep the goals o f the organization congruent with followers' needs and desires
and, at the same time, maintain good working relationships with his or her superiors
(Maccoby 1977).
After discussing Maccoby's leadership styles, Tucker (1981) identified
characteristics of chairpersons who are effective leaders and efficient facilitators:
1. good interpersonal skills; ability to work well with faculty members, staff,
students, deans, and other chairpersons
2. ability to identify problems and resolve them in a manner acceptable to faculty
members
3. ability to adapt leadership styles to fit different situations
4. ability to set department goals and to make satisfactory progress toward those
goals
5. ability to search for and discover the optimum power available to them as
chairpersons; ability to maximize that power in motivating faculty members to
achieve departmental goals and objectives
6. active participation in their professions; respect of their professional colleagues
(p. 41).
Tucker stated that job descriptions for department chairpersons vary from
department to department He suggested that each chairperson must determine the nature
and experience of the department and carve out a role that will meet the needs of individual
faculty members and the department. He also noted that the elements of the chairperson
position that make the job ambiguous and frustrating also make it challenging and
interesting (Tucker 1981).
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Other authors have examined the chairperson position in terms of the qualities
that department chairpersons will need for the future. Bennett (1983) noted that
important future chairperson roles and functions include the chairperson as entrepreneur,
creative custodian o f standards, and politician.
The role o f the department chairperson as change agent is seen in the literature.
In 1984, Reyna examined the role of the department head as agent for change by using
three empirical statements to test the relationship between department heads' social insight
and persuasive tactics. It was proposed that the greater the chairpersons' social insight, the
greater the power attributed to them by faculty. Results indicated that the manipulative skill
of department heads does affect the power attributed to them by faculty but only in areas of
immediate concern to the career of the faculty member (Reyna 1984).
Some researchers argue that good communication skills are of paramount
importance in the role o f department chairperson. Coffman (1985) considered current
leadership theory in relationship to department chairperson communication. He concluded
that the effective chairperson not only responds to the leadership demands of the situation
but also develops a positive history of support and relationships in the organizational
group.
Knight and Holen (1985) concluded that the leadership characteristics of higher
education administrators have not been researched in great depth. They claimed that
leadership studies have been common in business and industry but are sparse in higher
education. They reported a study of department chairperson effectiveness and the
relationship between faculty perceptions of the chairperson's leadership style and
performance. They focused on the two most prominent aspects o f effective leadership,
initiating structure and consideration. Study findings suggested that the most effective
department chairpersons (those with the highest performance ratings) are those who are
rated high on both initiating structure and consideration. Leaders who are low on both

33
initiating structure behaviors and relationship behaviors are usually rated as ineffective by
followers. Such differences were evident for every academic responsibility studied with a
high rating on any one trait strongly associated with high performance ratings. Faculty
members who move into academic administrative roles will find that 80 percent of their
responsibilities involve leadership skills. Chairpersons recognize the need for leadership
skills but usually become academic leaders with little formal educational administration
leadership training (Knight and Holen 1985).
Wassermann (1986), in her article about the beliefs and personal power o f the
chairperson, identified five guidelines for department chairpersons as summarized below:
1. Belief in oneself. A person who communicates self-respect will be
respected by others and allow the chairperson to convey a more sensitive and considerate
attitude to faculty.
2. Congruence between beliefs and actions. A chairperson who has a clear
idea of his or her own beliefs and whose actions are consistent with them will be perceived
by faculty as more effective.
3. Professional competence. The chairperson who has spent time and effort
developing effective administrative skills will be more productive and will be better liked by
faculty.
4. Respect for others. Respect for faculty members may be conveyed by
verbal and nonverbal messages. Personal power of the chairperson will be enhanced by
communicating respect for others.
5. Personal autonomy. The chairperson must function in an autonomous
manner to be an educational leader. Being able to take responsibility for decisions which
require high level problem-solving ability is essential for effective leadership.
Wassermann (1986) concluded that department chairpersons who take time to
care for themselves and for others will be more respected and have more personal power
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than those who do n o t A major part o f her discussion focused on the development of
self-respect and the ability to convey respect for others.
Chait (1988) offered suggestions to assist top level administrators and
department chairpersons improve their organizations through better leadership. He noted
the many effective leadership styles and recommended that each leader develop a number of
styles in order to be effective. He discussed five critical functions which academic leaders
must fulfill:
1) Develop an Organizational Vision: Effective leaders develop a vision for the
future of an organization___ Vision emerges from the histories and traditions
o f a college and from the synthesis to positions, suggestions, and ideas elicited
by leadership from multiple sources throughout the organization and
beyond___ Leaders create metaphors, slogans, models, and images that
crystallize organizational aims and galvanize support.
2) Shape Values and Culture: Values promote a "spiritual fabric," an adherence
to core principles, and a compass that points faculty and staff in the right direction.
In a word, the culture defines a way to think, feel, and act in relation to the
organization's efforts to cope with external adaptation and internal integration.
3) Cultivate Leadership: Much of higher education was constructed on the
cornerstone o f empowerment and shared leadership___ [L Jeaders must
cultivate leaders.
4) Encourage Risks: Colleges cannot afford to be static while demographic,
economic, and technological conditions change rapidly and drastically, perhaps
nowhere more so than in health care. An organization that advocates change and
tolerates "glorious failures" reduces some o f the risks and resistance intrinsic to
experimentation.
5) Manage the Enterprise: The leadership o f colleges will have to invest, often
heavily, in professional development for themselves and for their staffs,
precisely at a time when discretionary resources are scarce (pp. 223-28).
Chait suggested that leaders find resourceful and creative ways to achieve
academic excellence. He also recognized that his suggestions might be difficult to
implement during times of limited financial resources (Chait 1988).
Chairpersons as departmental leaders also have been studied outside the United
States. A study of the role of the academic department chairperson in Israel was conducted
by Kremer-Hayon. She surveyed ninety department heads in six Israeli universities about
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their role perceptions, role fulfillment, and satisfaction with the role. Results indicated that
chairpersons' satisfaction with their role fulfillment was moderate. Most chairpersons
reported they would like to fulfill their roles to a greater extent than they were doing
(Kremer-Hayon and Avi-Itzhak 1986).
Some organizations have recognized the importance o f the department
chairperson role and designed courses or seminars to assist chairpersons in learning
leadership skills. In Sweden, the Karolinska Institute has developed a course for
department heads emphasizing leader qualities believed to be important for effective
leadership in departments. The course focuses on developing goal-setting skills, insight
into human motivation, conflict management skills, and enthusiasm for departmental aims
and operations (Meijer 1989).
Leadership courses, such as the Karolinska Institute, for academic chairpersons
or heads have become fairly common. Davies (1989) reported success in improving
leadership skills among academic department heads. He suggested that programs designed
to improve leadership focus on current management problems and future avenues for
organizational development (Davies 1989).
Researchers interested in the academic chairperson have studied the position
from the individual discipline perspective. For example, Rosbottom (1987) studied the
chairpersons of college level foreign language departments. Based on study results, he
recommended that chairpersons consider communicating openly with faculty, promoting
grantsmanship, and using encouragement and support behaviors (Rosbottom 1987).
Other researchers have attempted to classify chairpersons according to their
general behavior in the position. Bennett (1989) described the four types of department
chairpersons found in academic settings. The first type of chairperson was the hopeful.
These chairpersons are described as eager to share and learn, believing that they can make a
difference. The second type was the survivor. These chairpersons may have been
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appointed by university administration and many times are part of a large, stable
department They are sometimes replaced because they become simple caretakers. The
third type is known as the transient and may belong to a department that automatically
rotates faculty into the chairperson position. The author suggested that this chairperson
position tends not to provide intellectual nourishment for either the chairperson or the
faculty members. The fourth type was the adversarial chairperson. These chairpersons
tend to be angry, explosive individuals who come from an unhappy faculty. Frequently the
adversarial type will view policy changes or resource limitations as unreasonable decisions
aimed directly at them. The author suggested that institutions heed the circumstances and
needs o f the department chairpersons because o f the important role they play in
accomplishing the goals of the organization (Bennett 1989).
Competency of the department chairperson was the focus of a study by
Hirokawa (1989), who identified competencies that faculty members believe their
department chairpersons need to possess in order to function effectively in the position.
Repeated competencies were organized in terms of resource management, climate
management, image management, and faculty developm ent Hirokawa stated, "The
competencies within these categories were found to be generalizable across different
academic units, and were generally good predictors of leadership effectiveness" (p. 8).
He found that the three most important leadership competencies were (1) ability to
communicate the department's needs to the college administration effectively, (2) ability to
work effectively to keep the best faculty, and (3) ability to recognize and reward faculty for
quality performance.
In many institutions of higher education, chairpersons are selected by peers to
lead the department Research on the tradeoffs that are made by the person who chooses to
accept the challenge of chairing the department have been reported in the literature. A study
of 101 research and doctorate-granting universities was conducted to learn about the
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tradeoffs that professors make to become the department chairperson. Results suggested
that department chairpersons trade their research and teaching time to deal with
administrative pressures and demands. Many chairpersons expressed frustration with the
loss of research time. According to the author, the most common rewards o f the position
included monetary benefits, status, and leadership satisfaction (Gmelch 1991).
Using a Delphi technique, Murray (1992) identified the faculty expectations of
chairpersons in their departments. Study participants expressed a marked preference for a
participatory leadership style. He also conducted open-ended interviews with participants
and found that they felt that the primary responsibility of the chairperson was to facilitate
the work o f the department The respondents frequently mentioned the dichotomous
position o f the department chairperson as both faculty and administrator, leading to neither
group fully trusting the incumbent (Murray 1992).
In summary, chairperson leadership style in higher education has not been
studied in great depth, but the literature base has grown considerably in recent years. Most
studies focus on role, expectations, or characteristics of the department chairperson rather
than on leadership style or effectiveness. In some studies, the Situational Leadership
model has been useful in understanding appropriate leader behaviors for chairpersons.
General Leadership Theory in Nursing
This section reviews the literature relevant to nursing leadership in the clinical or
hospital setting and in the academic setting. Each section provides a summary of the
literature related to nursing leadership.
Nursing Leadership in the Clinical or Hospital Setting
Leadership styles and effectiveness o f nurse administrators in the clinical and
hospital setting have been studied extensively. In her discussion o f the importance of
effective leadership skills for nurses, Leininger (1974) suggested that the demand for
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highly knowledgeable, politically astute, and skilled leaders has never been so apparent.
She stated, "Successful leadership is not measured by the heights attained, but rather by the
leader’s effectiveness in resolving the variety of obstacles and problems that arise each
hour, month, and year" (p. 29).
Only during the past fifteen years has the application o f leadership theory in
nursing practice become important to nurses concerned with improving the organizational
environm ent Frieswick (1980) discussed the usefulness o f applying Ouchi's "Theory Z"
to nursing practice because of Theory Z's emphasis on trust and intimacy in the
organizational environment She suggested that a leadership style congruent with Theory Z
would promote high quality nursing care and high worker productivity because trust is
important to the adherence of goals and recognition o f the complex, ever-changing
relationships among people. Frieswick developed a summary o f attributes and strategies
for the use o f Theory Z in nursing:
Attributes

Strategies

1. Lifetime employment

Career Ladder
Flexible Work Schedule
Wage and Salary Program
Career Counseling
Continuing Education
Promotions from Within

2. Skill Training

Competency-Based Education
Advanced Skill Training
Quality Circles
Group Dynamics
Leadership Training
Preceptorship Role
Art o f Negotiations
Value Clarification

3. Explicit and Implicit
Decision Criteria

Collection and Interpretation of Data
Joint Interdisciplinary Audits
Nursing Research
Diagnosis Related Groupings
Patient Care Management Team
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4. Consensual Participatory
Decision Making

Joint Practice
Team Building
Interdisciplinary Conferences
Collaborative Practice
Shared Governance
Primary Nursing

5. Holistic View of People

Patient and Family Conferences
Patient Care Management Team
Primary Nursing
Shared Governance
Joint Practice and Research
Interdisciplinary Committees and
Task Force
(Frieswick 1980, p. 104).

According to Frieswick, leaders using Theory Z will focus on job security and
will invest in every employee's capacity to analyze problems. This long-range, holistic
view is appropriate for leadership theory in nursing practice (Frieswick 1980).
In a 1985 dissertation study, McCarty established a relationship between
initiating structure and consideration behaviors of hospital nurse administrators and various
demographic variables. Variables with significant relationships to initiating structure
included title o f the administrator and accountability for all nursing departments in a
decentralized system. Significant relationships were found between consideration
behaviors and demographic variables such as computerized scheduling systems,
membership in the National League for Nursing, and participation in the overall hospital
budget planning system. No significant relationships were found between the variables of
institutional size, age, education, and experience of the nurse administrator and either
initiating structure or consideration behaviors (McCarty 1985).
Other variables related to nursing leadership have been studied. Henry and
LeClair (1987) suggested that the administrative environment in nursing is highly verbal
and that understanding the importance of language cannot be underestimated. For nursing
administrators to be effective leaders, they must be able to use the language appropriate for
administration. The researcher noted that nursing leaders are effective when the language

40
they use overlaps that o f others: "Sharing a common language enhances the likelihood of
improved understanding and increases the probability that the behavior of another can be
influenced" (p. 20).
The results of this study are consistent with those o f a study o f experiences in
hospital management consultation (Young, Johnston, and Sweeney 1988). Effective
leadership was found to be significantly related to communication style: "Concepts from
change theory and organizational development were utilized to provide the knowledge and
skill required by nurse managers to achieve the desired outcome, excellence as a nurse
leader" (Young, Johnston, and Sweeney 1988, p. 69).
Leadership effectiveness was an important consideration in a study o f head
nurses (Irurita 1988). In this study, the differences in the educational preparation of head
nurses were examined in an attempt to determine if such differences were related to
leadership effectiveness. Hersey and Blanchard's Situational Leadership model was used
as the conceptual framework for the study, and the level of leadership effectiveness o f head
nurses as perceived by their staff nurses was identified. Irurita used the Leader
Effectiveness and Adaptability Description (LEAD) instruments developed by Hersey and
Blanchard to gather data at three urban hospitals in a western state.
The results of the study indicated that nurses with prior leadership experience in
college, community, or other settings tended to score higher on leadership effectiveness,
suggesting that leadership ability in one situation can be transferred to other situations. The
study results also suggested that head nurses who were rated as more effective leaders had
held their positions for shorter periods of time and had experienced previous leadership
opportunities. Significant relationships were not found between type of educational
preparation or number of subordinates and leadership effectiveness. Furthermore, no
relationship was found between years of professional nursing experience prior to attaining
the head nurse position and leadership effectiveness (Irurita 1988).
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In another study o f nursing leadership, Myrick, Bushardt, and Cadenhead
(1988) examined the relationship o f leadership and sex-role behavior. They noted that
nursing leaders should be competent in several areas of management and that to ensure
productivity and effective patient care, a leader must develop interpersonal skills,
knowledge of business activities, and leadership skills. In their study, they compared the
nurse manager’s self-perception of sex-role behavior to leadership style and effectiveness.
They measured leadership style and effectiveness using the LEAD instruments developed
by Hersey and Blanchard. To measure and characterize sex-role behaviors, they used the
Bern Sex-Role Inventory (BSRI). Results o f the study indicated that the predominant
leadership style used by 77 percent of the nurse managers was "selling" (Style 2),
described as a high task and high relationship style. No significant relationship between
sex-role behavior and leadership style was found (Myrick, Bushardt, and Cadenhead
1988).
Other studies of nursing leadership have focused on the types of leadership
activities necessary for effective functioning in the hospital setting. Nursing leadership
activities in the hospital setting frequently focus on the tasks to be performed by
subordinates to ensure quality patient care and maintenance o f the organizational structure.
Cilliers and Phil (1989) stated that the "key role of the leader in nursing services is still to
integrate the individual needs of the subordinates and the hospital administration objective,
which is to provide the best patient care possible" (p. 51).
Influencing staff members for the purpose o f accomplishing tasks while
maintaining working relationships is a challenge for nursing leaders in the clinical or
hospital setting. Cox (1989) suggested that head nurses who understand Hersey and
Blanchard's management model and use it appropriately can predict the growth and
development of staff members.
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In 1989, Hersey and Duldt (1989) combined their theories to provide a
perspective of leadership in nursing practice. Situational Leadership was presented from
the perspective of leader communication behaviors adapted to follower behavior. Duldt's
Humanistic Nursing Communication Theory provided a humanistic, philosophical
perspective as developed and expressed in nursing.
Duldt, a nurse, suggested that humanistic nursing theory can be applied to
leadership in nursing. She offered this definition o f leadership: "Leadership is the process
of interpersonal communication which influences team members to achieve task goals and
to maintain relationships" (p. 30). According to Hersey and Duldt, humanistic nurse
leaders will communicate with followers in a way which conveys concern, respect,
individual need recognition, worth, and responsibility. Nurses who display these
characteristics would tend to be people-oriented (communicating, motivating, initiating,
facilitating, integrating) and task-oriented (planning, organizing, staffing, directing, and
controlling) (Hersey and Duldt 1989).
Hersey and Duldt elaborated on attitudes which contribute to good
organizational communication. They suggested that both leaders and followers develop
values and attitudes which are reflected in their behaviors. They indicated that human
beings arc adaptable and open to influence and that effective leadership depends upon
healthy interpersonal communication between the leader and the follower. The ultimate
objective of effective leadership is to support the holistic development of followers (Hersey
and Duldt 1989).
Effective leadership consists o f many characteristics which can be articulated by
followers. Meighan (1990) reported a qualitative study o f the most important
characteristics of nursing leaders in the hospital setting. She contended that even though
much has been written about leadership styles in industrial settings, the characteristics of
effective nursing leaders may be very different Her study was based on data provided by
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hospital staff nurses, and results suggested that the most important characteristics of
effective leadership are nursing experience, advanced knowledge, expertise, and clinical
competence. Nurses agreed that assertiveness was important but felt that forceful, pushy,
or demanding behavior was not acceptable. Leadership characteristics, such as
organizational skills, responsibility, and assertiveness, were rated the highest by staff
nurses. The author reported that staff nurses wanted their leaders to be available when they
needed them (Meighan 1990).
In another study o f nursing leaders, Adams (1990) examined the leadership
behavior of chief nurse executives (CNEs). Again, Hersey and Blanchard's Situational
Leadership model was used as a conceptual framework. The Leadership Effectiveness and
Adaptability Description-Self (LEAD-Self) instrument was used to measure the leadership
style of the CNE's. Results of the study indicated that the dominant leadership styles of 54
percent o f the CNEs was "selling." Thirty percent of the CNEs were identified as using
"participating" as a dominant leadership style. Alternate, or backup, leadership styles were
reversed with "participating" as a first alternate style and "selling" as the second alternate
style. Study results suggested that CNEs with master's or doctoral degrees had
significantly higher effectiveness scores. CNEs in hospitals with larger numbers of beds
had higher effectiveness scores than CNEs in hospitals with lower numbers o f beds. There
was an increase in effectiveness of CNEs as the number of years in the current CNE
position increased (Adams 1990). This study result differed from Irurita's (1988) finding
that head nurses rated leaders who had held their positions for a shorter period of time as
more effective.
Effective leadership has been linked to high performance levels in subordinates
and has been considered important to nursing leaders. In a study o f eighty-five hospital
nurse executives, Dunham and Fisher (1990) asked nurse executives to describe the
characteristics of excellent nursing leadership and to identify their own strengths and
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weaknesses. Results of the study indicated that selection o f staff is a key factor as well as
training, role modeling, timing and decision making:
Excellent leaders teach and train staff, often serving as role models, mentors, and
facilitators. Excellent leadership is being visible with staff and establishing
relationships with them. Nurse executives deal with ambiguity and grayness,
frequently relying on intuition when they do not have all the facts. Excellent nurse
leaders have a well-developed sense of timing in addition to the ability and confidence
to make immediate decisions, wait for outcomes, and persevere when necessary.
They know when to make decisions, when to delay them, and when to let
others make them (p. 4).
Dunham and Fisher's study was important because of the focus on self-perceived strengths
and weaknesses of leadership skills. According to Dunham and Fisher (1990), decision
making and role modeling are two of the most important elements of leadership in the
hospital setting.
In summary, the numerous leadership studies of nurse leaders in the clinical or
hospital setting suggest that the dimensions o f initiating structure and consideration are
important in the understanding of nursing leadership styles. Characteristics o f effective
leaders are somewhat congruent from one study to another with many researchers choosing
Hersey and Blanchard's Situational Leadership model for measurement o f nursing
leadership styles. The results of several studies suggest that the primary leadership styles
o f clinical or hospital nursing leaders are "participating" and "selling."
Leadership in Nursing Education
Administrators in colleges of nursing are challenged by role expectations very
different from those in hospital or clinical settings. Along with administrative duties, the
expectations of administrators, as well as faculty members, include effective teaching
skills, university and departmental committee participation, and scholarly productivity.
The complex nature of the role of nursing department chairperson encompasses many
dimensions and involves some role conflict (Ort 1977). Also, nursing faculty
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administrators have had to move from a power structure based cm interactions with
physicians to utilization o f knowledge as a power base (Rogers 1989).
When nurses become nursing college administrators, their leadership skills
must be transferred from the hospital setting to the academic setting. Transferring
leadership skills in nursing from one setting to another is possible, according to Irurita
(1988). In her study o f nurse leaders in the hospital, she found that nurses with previous
experiences in leadership roles were able to transfer those skills to positions in nursing
administration. Possibly the transfer of leadership skills from the hospital setting to the
college setting can be accomplished without great difficulty. The transfer of leadership
skills may be facilitated by the fact that faculty usually gain administrative positions in
colleges only after several years of successful teaching experience.
Nursing education administrators seem to understand leadership as involving
not only leaders but followers and the situational variables that affect them (Yura, Ozimek,
and Walsh 1981). Several studies concerned with leadership in nursing education are
repented in the nursing literature.
In 1978, Gooding studied nursing school administrators by using Hersey and
Blanchard's Situational Leadership model. She reported that nursing education
administrators consistendy scored in the high task and high relationship or low task and
high relationship leadership style categories.
In a dissertation study similar to Gooding's study o f nursing education
administrators, Smith (1985) used Hersey and Blanchard's LEAD instruments to compare
the self-perceived leadership styles of administrators o f two-year and four-year colleges o f
nursing and the perceptions o f the faculty of the administrator's leadership style. She
found no significant relationships between the perceptions o f leadership style or
effectiveness between the two groups. No significant differences were found between
self-perceptions of leader's style and faculty perceptions o f leader's style. Again, all
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nursing education administrators scored in the high task, high relationship or low task,
high relationship categories (Smith 1985).
Lucas (1986) studied the relationship between the leadership behaviors of
nursing deans and selected organizational variables in baccalaureate and higher degree
programs in the United States. The sample consisted o f 170 deans who provided data on
their self-perceived leadership behaviors as measured by the Leadership Behavior
Description Questionnaire (LBDQ) and on institutional characteristics o f both their nursing
programs and parent institutions. The conceptual framework for the study was based on
the situational approach to leadership.
Results of the study suggested that the leadership dimension of consideration
was related only to the organizational variable of faculty expertise. Deans having higher
consideration scores were associated with faculty having a higher percentage o f doctorally
prepared faculty members. Some deans expressed attitudes which indicated that their
behavior was related to the situation. Deans with higher initiating structure scores were
associated with larger, more complex, doctoral granting institutions which employed more
doctorally prepared faculty. Lucas recognized that these findings seemed to be different
from those of other studies which indicated that low task orientation is appropriate for more
mature groups. However, both initiating structure and consideration were found to be
important factors in deans' leadership styles related to organizational variables such as
school size and faculty expertise (Lucas 1986).
Strohbach (1986) studied faculty perceptions of leader behaviors in NLN
accredited schools of nursing in the Southern Region Educational Board. H er results
suggested that faculty perception of leader behavior was more positive in nursing schools
which offered both undergraduate and graduate nursing programs than in schools which
offered only undergraduate nursing programs (Strohbach 1986).
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Few differences appear to exist in nursing program administrators based on size
o f the school and public or private status. Hodges and Christ (1987) studied variables
influencing administrator evaluation of nursing deans and directors o f public and private
schools. They found that study participants from private institutions were slightly younger,
had less prior administrative experience, and had held their current positions longer than
their counterparts in public institutions. Differences between settings were noted in the
frequency with which performance evaluations were used for contract renewal, but in
general there were no great differences based on size or status o f the institution (Hodges
and Christ 1987).
Morton (1989) investigated the relationship between leadership styles of chief
nurse administrators in NLN accredited baccalaureate and higher degree nursing education
programs and selected variables. After using Hersey and Blanchard's LEAD-Self to collect
Hata, she reported that chief nurse administrators have one o f two primary leadership styles:
"participating" or "selling." She also reported that chief nurse administrators spent most of
their time involved in leadership and administrative behaviors and spent the least amount of
their time in personal scholarly activities. Significant relationships were found between
leadership style and organizational variables such as size o f the nursing program,
educational preparation of the faculty, autonomy of the nursing program, and number of
programs administered. Especially important was the finding that the larger the institution,
the more time the administrator spent doing administrative duties. Thus, nursing
administrators o f large institutions tended to delegate the "relationship" types of duties to
assistant or associate deans. No significant relationship was found between leadership
style and number of years of nursing academic experience.
Another study of leadership styles and the role of assistant or associate deans
was reported by Rogers (1989). She examined the differences in perceptions of deans,
assistant/associate deans, and faculty leadership styles. Initiating structure and
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consideration, along with position power o f assistant/associate deans in selected colleges of
nursing, were considered in the study. The Leadership Behavior Description Questionnaire
(LBDQ) and the Fiedler Position Power Scale were instruments used in the study. The
results of Rogers' study indicated that deans rated assistant/associate deans highest in
structure and faculty rated them lowest in structure. On the consideration subscale, the
assistant/associate deans rated themselves highest in consideration, whereas the faculty
rated them lowest in consideration.
Perceptions o f deans, assistant/associate deans, and faculty were significandy
different for power. Deans rated the assistant/associate deans as having the highest
position power ratings whereas faculty reported assistant/associate deans as having the
lowest position power ratings. Assistant/associate deans' perceptions o f their own power
were lower than those of deans but higher than the faculty perceptions o f their position
power.
Rogers also studied nurses moving from administrative positions in hospital
settings to administrative positions in higher education and discussed the change of power
issues related to leadership for academic nurses. She noted the implications for nursing
leadership if power is associated with position and viewed as inseparable from
interpersonal relationships. She mentioned that the majority o f leadership studies have
been done by men to measure leadership behaviors o f men and those study results have
been generalized to women. This type of generalization could be a valid concern for
nursing because 97 percent of nurses are women (Rogers 1989).
Another study of nursing education administrators was reported by Golden berg
(1990). Using the Situational Leadership model, she studied the leadership styles of
nursing education administrators in thirty-five diploma schools o f nursing and their senior
faculty members. The Leadership Style Analysis Instrument was used for data collection,
and results suggested that administrators were consistently classified as relationship
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oriented. The dominant self-perceived leadership style for 94 percent of the administrators
was "selling," described as a high task and high relationship style. The supporting
leadership style o f the administrators was "participating," described as a low task and high
relationship style. In reverse order from the administrators’ self-perceived leadership
styles, senior faculty members perceived the administrators' dominant leadership style to be
"participating" and the supportive style to be "selling." In the Situational Leadership
model, both leadership styles are considered appropriate with followers who are low to
moderate task performers (Goldenberg 1990).
In a study of leadership behaviors and self-concept of nurse educators, Witney
(1990) concluded that self-competence is positively related to four identified leadership
behaviors. The leadership behaviors included managing resources, leadership competence,
task accomplishment, and communications (Witney 1990).
In summary, many studies of upper level academic administrators in nursing
schools indicate that nurses in leadership positions demonstrate a balanced leadership style
in regard to initiating structure and consideration. Most studies, however, focus on the
leadership styles and behaviors of deans and associate deans in colleges o f nursing, rather
than on the nursing department chairperson.
Nursing Education and Scholarly Productivity
Two recent trends directly influence faculty professionalism and scholarly
productivity, according to Wakefield-Fisher (1987). The first trend is the increasing
numbers o f doctorally prepared nurses in faculty positions. The second trend is the
transition in organizational structure and function o f nursing education in university
settings. These trends demand that a dean's leadership style encourage high levels of
scholarly productivity (Wakefield-Fisher 1987).
Fawcett (1986) noted that scholarly productivity is considered vital to the
professional status and practice of nursing. In the past, nursing schools have emphasized
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teaching and service. Because o f the increased number of doctorally prepared faculty and
the development o f doctoral programs in nursing, a new emphasis

chi research

and

scholarly activity has emerged (Wakefield-Fisher 1987). This relatively new emphasis on
scholarly productivity means that nursing faculty members are increasingly expected to
produce scholarly works. Deans, assistant/associate deans, and chairpersons in schools of
nursing must possess leadership skills which will increase the likelihood that faculty
members will be successful in research and publication endeavors (Wakefield-Fisher
1987).
Wakefield-Fisher (1987) studied twenty-one doctoral schools o f nursing to
learn about the leadership styles of deans related to scholarly activity of faculty members.
She suggested that research demands on doctoral nursing faculty are great To meet the
demands for scholarly productivity, faculty look for leadership from the dean. These
expectations to promote faculty scholarly productivity may encourage the dean to assess her
leadership style in order to remain congruent with the needs of the school and the faculty.
She did not find a significant relationship between scholarly productivity o f faculty and
leadership style of the dean. However, results showed a balance of initiating structure and
consideration related to deans' leadership styles.
In a study of leadership behaviors o f nursing education administrators related to
scholarly productivity, Humphrey (1991) concluded that the majority of nursing deans in
comprehensive colleges are perceived by faculty as demonstrating high instrumental,
supportive, and participative leadership behaviors. He also found considerable variation in
the level of scholarly productivity of nursing educators and a significant relationship
between advanced education and scholarly productivity o f faculty members.
Studies such as Humphrey's indicate high variability in the level of scholarly
productivity among faculty members in colleges of nursing. McKeachie (1982) noted that
variability in scholarly productivity is difficult to explain. He proposed an explanation
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related to increased emphasis on accountability and centralization of authority in post
secondary education settings. According to Yukl (1981), research is not available to
explain the situational variables necessary to understand how a leader's actions
affectfollowers' scholarly productivity. In any event, scholarly productivity remains an
area for further study (Humphrey 1991; W akefield-Hsher 1987).
Summary
Study results of nursing education administrators in the academic setting are
consistent with study results of nursing leadership in the clinical or hospital setting.
Nursing administrators in academic and clinical settings tend to use leadership styles and
behaviors which are high task and high relationship or low task and high relationship
(Lucas 1986; Myrick, Bushardt, and Cadenhead 1988; Rogers 1989; W akefield-Fisher
1987).
This chapter has presented a review of the literature related to general leadership
theory, academic department chairperson leadership, clinical or hospital nursing leadership,
and nursing education leadership. The next chapter describes the methodolgy used in this
study.

CHAPTER III
METHODOLOGY
The purpose of this study was to identify the self-perceived leadership styles of
nursing department chairpersons in baccalaureate and higher degree schools of nursing in
the Midwest. A study of the relationship between the scholarly productivity of nursing
department chairpersons and their self-perceived leadership styles was included.
Furthermore, the study examined the self-perceived leadership styles of the nursing
department chairperson as related to college size and status (public or private). To
accomplish this purpose, the researcher conducted a descriptive study using a survey
approach.
Selection and Description o f the Sample
Baccalaureate and higher degree schools o f nursing accredited by the National
League for Nursing (NLN) in ten midwestem states were invited to participate in the study.
These nursing schools were chosen because they met the high quality educational standards
developed by the NLN. The NLN is nationally recognized as the accrediting organization
for professional nursing schools in the United States. A total of 108 nursing schools were
eligible to participate in the study. Four of these schools were not invited to participate in
the study because o f administrative transition, school closing, or lack of administrative
positions equivalent to department chairperson. (See appendix C for a list o f nursing
schools included in the study. The list indicates location, school size, and public or private
status.)
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Nursing schools in the study included fifty-three schools with a total enrollment
o f more than one hundred students and fifty-one schools with a total enrollment of fewer
than one hundred students. The study included sixty-two private nursing schools and
forty-two public nursing schools. All nursing department chairpersons, also known as
department heads, from the 104 NLN accredited colleges o f nursing in the ten states were
asked to complete the survey instruments.
Participation in the study by nursing department chairpersons was voluntary.
Consent to participate was indicated by the chairperson's completion and return o f the
survey instruments to the researcher. Approval from the University o f North Dakota
Institutional Review Board was obtained before the study began.

Survey Instruments
The participants in this study were asked to complete three survey instruments.
The first instrument collected demographic information. (See appendix D.) The other two
instruments were the Hersey and Blanchard Leadership Effectiveness and Adaptability
Description (LEAD-Self) and Wakefield-Fisher's Scholarly Productivity Index (SPI). (See
appendix E.) Purchase of the LEAD-Self indicates that permission is granted to use the
instrument A letter of permission from Wakefield-Fisher, the author o f the SPI, to use the
instrument is included in appendix E.
Demographic Information Form
The demographic information form included survey items which obtained
information from participants about their educational background, number of years as
chairperson, total number of years of teaching experience at the baccalaureate level of
nursing, total number o f years in professional nursing, and other background data.
Information about the type of students, graduate or undergraduate, in their departments and
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type of teaching duties was obtained- This instrument was developed by the researcher to
obtain information otherwise not available from national or state data bases.
T.RAP-Self Instrument
The Leadership Effectiveness and Adaptability Description (LEAD) instruments
have been examined for more than ten years at the Center for Leadership Studies in
Escondido, California. The LEAD-Self instrument was developed by Hersey and
Blanchard (1988) to measure three aspects of leader behavior (1) style, (2) style range,
and (3) style adaptability. Leadership styles of an individuals are the behavior patterns
exhibited while they are attempting to influence the activities of others, as perceived by
those others (Hersey and Blanchard 1988). Self-perception o f leadership style may be
different, and the concepts should be kept separate. Therefore, LEAD-Self and
LEAD-Other are very similar instruments but measure leadership style from the leader’s
perspective (LEAD-Self) and the follower's perspective (LEAD-Other). LEAD-Self was
chosen for this study because it measures self-perceived leadership style in a reliable, valid
manner and maturity of the followers is considered. Green (1980) reports "satisfactory
results” in tests for criterion validity of .67 (p < .01). According to Green, "The logical
validity of the scale was clearly established. Face validity was based on a review of the
items, and content validity emanated from the procedures employed to create the original
set of items" (p. 1).
Scholarly Productivity Index
The Scholarly Productivity Index (SPI) was developed by Wakefield-Fisher
(1987) to measure faculty scholarly productivity. She stated that many different measures
have been used to assess faculty productivity but that none measures only faculty
productivity. Therefore, the SPI was designed to measure faculty productivity. Items in
the SPI were designed to elicit descriptive information regarding faculty scholarly
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productivity, publications, research-related grantwriting, research committee membership,
national conference research presentations, editorial board participation, and thesis and
dissertation chairmanships. During the development o f the SPI, eight members o f a
University Faculty Promotions Committee ranked the items, determined dimensions, and
critiqued the items. Amount of agreement was determined based on ranking, and mean
ranks were calculated for each item with weights assigned from one to five based on a
binomial distribution. Because no consistency was found among the eight faculty
members on the number of dimensions identified or on recommendations for placement of
items within dimensions, the SPI was factor analyzed. Factor analysis was accomplished
with oblique rotation o f the SPI using the data collected from subjects in
Wakefield-Fisher's study. This analysis produced three factors: (1) prepublication and
research activity, (2) publication activity, and (3) editorial activity. For a more detailed
description of SPI development, see Wakefield-Fisher's study published in the Journal of
Professional Nursing. May-June, 1987.
The SPI was chosen for this study because o f its broad definition of scholarly
productivity. Because the SPI was developed for use with faculty in colleges o f nursing, it
seems to be an especially appropriate instrument for use with nursing department
chairpersons. For this study, it was necessary to adapt the SPI for use with nursing
department chairpersons. To determine SPI scores for each chairperson, mean ranks were
calculated for each SPI item using weights assigned by Wakefield-Fisher (1987). Data
analysis in this study used these same factors and loadings to calculate the relationship of
nursing department chairperson leadership style and scholarly productivity.
Because chairpersons reported widely varying numbers of years in nursing
education, it was necessary to correct for the confounding variable of time. The SPI was
corrected for number o f years in baccalaureate level nursing education. For data analysis,
this procedure produced a corrected scholarly productivity index (SPIC).
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Data Collection Procedures
Data collection began in May o f 1992 and concluded in August o f 1992. The
dean of each NLN accredited school of nursing in ten midwestem states was contacted by
telephone in order to obtain initial agreement for the nursing school to participate in the
study. Most deans provided the researcher with the names o f the department chairpersons
after granting permission for the chairpersons to participate in the study. Twelve deans
preferred not to provide names of chairpersons but requested to distribute packets
containing the instruments to the chairpersons. These twelve deans received a packet for
each chairperson containing a letter of explanation and the study instruments. The deans
also received a letter of explanation and a description o f the study. (See appendix F.)
Nursing schools without deans but with chief administrative officers, such as
chairpersons, were sent packets including the instruments after the name o f the chairperson
was confirmed by a telephone call to the school o f nursing. Each chairperson received a
letter asking her or him to complete the enclosed demographic information form,
LEAD-Self, and SPI. (See appendix G.) A pre-addressed, stamped postcard was
enclosed for the participant to return separately from the instruments to inform the
researcher that the instruments had been returned. (See appendix G.) This procedure
allowed for participant anonymity but provided a record of returns. Respondents returned
the instruments by mail to the researcher in the enclosed pre-addressed, stamped
envelopes.
Two weeks after the initial request for participation, reminder postcards were
sent to chairpersons who had not responded. (See appendix G.) Reminder letters also
were sent to the deans who had distributed packets to chairpersons if no postcards were
returned within two weeks. (See appendix H.) Six weeks after the initial request for
participation, a second letter requesting study participation and the instruments were sent to
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chairpersons who had not responded to the first request or the reminder postcard. (See
appendix H.)
Statistical Analysis
The Statistical Package for the Social Sciences (SPSS-X) was used to analyze
the data. A minimum o f one hundred participants was required for the study. From the
104 nursing schools, a total of 106 department chairpersons participated in the study.
Descriptive statistics were used to explain self-perceived leadership styles and other
demographic characteristics. Chi square and t-tests were used to determine relationships
between leadership styles and demographic variables. The t-tests were also used to
determine possible relationships between leadership styles and scholarly productivity.
In this chapter the methodology used for this study was explained. A
description o f the sample population and selection procedures was included. The
instruments for the study were described, and data collection methods and procedures for
data analysis were discussed. Chapter four presents the data and research findings.

CHAPTER IV
PRESENTATION OF THE DATA
The purpose of this study was to identify the self-perceived leadership styles of
nursing department chairpersons in baccalaureate and higher degree schools of nursing in
the Midwest. A study of the relationship between the scholarly productivity of the nursing
department chairpersons and their self-perceived leadership styles was included.
Furthermore, the study examined the self-perceived leadership styles of the nursing
department chairperson as related to college size and status (public or private). This chapter
presents the data collected for this study.
In this study, 108 NLN accredited schools o f nursing were eligible to
participate due to location in one of ten midwestem states and to accreditation by the
National League for Nursing. Four schools were unable to participate because of
reorganization, closing, or choice, leaving 104 schools as participants in the study. One
hundred seventy-one questionnaire packets containing the LEAD-Self, SPI, and
demographic information forms were mailed to department chairpersons in the 104
schools. Large nursing schools usually had multiple chairpersons, and smaller schools
usually had one chairperson. The return of 106 usable questionnaires resulted in a 62
percent response rate.
Forty percent (n = 42) of the schools invited to participate in the study were
identified as public nursing schools, and 60 percent (n = 62) were private nursing schools.
Schools invited to participate in the study were classified as large or small based on total
number of enrolled nursing students reported by the National League for Nursing (1991b).
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Nursing schools classified as large enrolled one hundred or more students, and nursing
schools classified as small enrolled fewer than one hundred students. According to these
classifications, 51 percent (n = 53) o f the schools in this study were large nursing schools,
and 49 percent (n = 51) of the schools were small nursing schools. O f the 104 schools
invited to participate in the study, 32 were private, large nursing schools, and 26 were
private, small nursing schools. Forty-one o f the schools were public, large nursing
schools, and 17 o f the schools were public, small nursing schools.
The data arc presented in three sections. The first section describes the
characteristics of the responding nursing department chairpersons and their positions.
The second section includes the findings related to each of the four research questions.
Section three presents additional findings.
Characteristics o f the Respondents and Their Positions

This section describes the characteristics of the 106 nursing department
chairpersons who responded to the study. Data used in this section were taken from the
demographic information form included with the LEAD-Self and SPI. Respondents in the
study included 103 females and three males.
Years as Department Chairperson
The data in table 1 indicate the number of years respondents reported having
held the position of department chairperson.
Forty-eight percent (n = 51) of the respondents reported having held their
positions for two years or less. Sixty-five percent (n = 69) of the respondents reported
having held their present positions for less than five years. Only 8 percent (n = 8) o f the
respondents reported having held their positions for more than ten years. The mean
number of years for holding the position of chairperson was 4.36 years with a range of
less than one year to twenty years.
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TABLE 1
NUMBER OF YEARS AS NURSING DEPARTMENT CHAIRPERSON
(n = 106)

Years as Chairperson

n

Percentage of Sample

1-2 years

51

48.1

3-4 years

18

17.0

5-6 years

14

13.2

7-8 years

8

7.6

9-10 years

7

6.6

More than 10 years

8

7.6

Number o f years
as chairperson

Mean

Median

Mode

Range

4.36

3.00

1

1-20

Years in Professional Nursing
The data in table 2 indicate the number of years respondents reported having
been in professional nursing and in baccalaureate nursing education. The mean number of
years in professional nursing reported by respondents was 25.70 with a range of 10-44
years. The mean number of years in baccalaureate nursing education reported by
respondents was 13.84 years with a range of 1-30 years.
Highest Academic Degree
The data in table 3 indicate the highest academic degree reported by
respondents.
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TA BLE2
NURSING PROFESSION AND EDUCATION EXPERIENCE OF NURSING
DEPARTMENT CHAIRPERSONS
(n = 106)

Characteristic

Mean

Median

Mode

Range

Number o f years in nursing
profession

25.70

25.00

25

10-44

Number o f years in baccalaureate
nursing education

13.84

13.00

16

1-30

TABLE 3
HIGHEST ACADEMIC DEGREE OF NURSING
DEPARTMENT CHAIRPERSONS
(n = 106)

Highest Academic Degree

n

Master's degree in nursing

28

26.4

4

3.8

Doctorate in nursing

17

16.0

Doctorate in related field

57

54.0

Master's degree in related field

Percentage of Sample

Seventy percent (n = 74) of the respondents reported having doctoral degrees.
Sixteen percent (n = 17) o f the respondents reported having doctoral degrees in nursing,
and 54 percent (n = 57) of the respondents reported having doctoral degrees in related
fields such as education or psychology. Twenty-six percent (n = 28) o f the respondents
reported having master's degrees in nursing, and 4 percent (n = 4) o f the respondents
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reported having master's degrees in related fields. None reported holding a bachelor's
degree as the highest academic degree.
Academic Rank
The data in table 4 indicate the academic rank reported by respondents.
Thirty-five percent (n = 37) of the respondents reported their academic rank as full
professor. Thirty-nine percent (n = 41) of the respondents reported their academic rank as
associate professor. Twenty-five percent (n = 27) o f the respondents reported their
academic rank as assistant professor.

TA BLE4
ACADEMIC RANK OF NURSING DEPARTMENT CHAIRPERSONS
(n = 105)

Academic Rank

n

Percentage of Sample

Full professor

37

35

Associate professor

41

39

Assistant professor

27

25

Teaching Duties of Respondents
The data in table 5 indicate undergraduate and graduate teaching duties as
reported by the respondents.
Fifty-seven percent (n = 60) of nursing department chairpersons reported
teaching undergraduate classes 50 percent or more of their total work time. Thirty percent
(n = 32) department chairpersons reported that they had no undergraduate teaching
responsibilities. Thirty-two percent (n = 34) o f the department chairpersons reported that
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less than 50 percent o f their total work time was spent teaching graduate classes.
However, 7.5 percent (n = 8) o f the chairpersons reported teaching graduate students 50
percent or more of their total work time. Sixty percent (n = 64) o f department chairpersons
reported that they had no graduate level teaching dudes.

TA BLE5
UNDERGRADUATE AND GRADUATE TEACHING RESPONSIBILITIES
OF NURSING DEPARTMENT CHAIRPERSONS
(n = 106)

Characteristic

n

Percentage of Sample

Percent o f work time teaching undergraduate
students
50% or more teaching undergraduates

60

57.0

Less than 50% teaching undergraduates

14

13.0

No undergraduate teaching responsibilities

32

30.0

8

7.5

Less than 50% teaching graduates

34

32.0

No graduate teaching responsibilities

64

60.3

Percent of work time teaching graduate students
50% or more teaching graduates

Number of Faculty for Whom Chaimerson Had Administrative Responsibilities
The data in table 6 indicate the number of faculty for whom the respondents
reported having administrative responsibility.
Thirty-nine percent (n = 41) of the respondents reported that they had
responsibility for ten or fewer faculty members. Only 7 percent (n = 7) o f the respondents
reported having administrative responsibility for more than thirty faculty members.
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Forty-one percent (n = 43) o f the respondents reported having academic responsibilities for
five or fewer tenured faculty members. Only 11 percent (n = 12) o f the respondents
reported having administrative responsibilities for more than ten tenured faculty members.

TA B LE6
NUMBER OF FACULTY FOR WHOM NURSING DEPARTMENT
CHAIRPERSONS HAD ADMINISTRATIVE
RESPONSIBILITY

Characteristic

n

Percentage of Sample

Total number of faculty for whom chairperson
had administrative responsibility (n = 99)
10 or fewer faculty members

41

38.7

11-20 faculty members

32

30.2

21-30 faculty members

19

17.9

7

6.6

0-5 faculty members

43

40.6

6-10 faculty members

26

24.5

11-17 faculty members

12

11.3

31 or more faculty members
Number o f faculty with tenure status for whom
chairperson had administrative responsibility
(n = 81)

Type of Students in Department
The data in table 7 indicate the type of students in the nursing department as
reported by the respondents.
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TA BLE7
TYPE OF STUDENTS IN THE NURSING DEPARTMENT

Characteristic

n

Percentage of Sample

Percent of undergraduate students in department
(n = 98)
Less than 40% undergraduate students

0

0

50-99% undergraduate students

38

35

100% undergraduate students

60

57

Less than 50% graduate students

34

32

50% or more graduate students

11

10

No graduate students

53

50

Percent of graduate students in department
(n = 98)

Fifty-seven percent (n = 60) of the department chairpersons reported that 100
percent o f the students in their departments were undergraduate students. All of the
respondents reported that at least 40 percent of the students in their departments were
undergraduates. Only 10 percent (n = 11) of the respondents indicated that 50 percent or
more of the students in their departments were graduate students. Fifty percent
(n = 51) o f the respondents indicated that there were no graduate students in their
departments.
Research Question Results

Data collected from the LEAD-Self and the SPI are presented in this section.
Each research question is stated, followed by the results for that question.
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Research Question #1
What are the self-perceived leadership styles o f nursing department
chairpersons in baccalaureate and higher degree schools of nursing?
Nursing department chairpersons completed the LEAD-Self instrument
designed to measure leadership styles. Primary and secondary leadership styles are
reported in table 8.

TABLE 8
NURSING DEPARTMENT CHAIRPERSONS' PRIMARY
AND SECONDARY LEADERSHIP STYLES

n

Percentage of Sample

Style 1 - Telling

1

.9

Style 2 - Selling

38

35.8

Style 3 - Participating

65

61.3

2

1.9

Style 1 - Telling

9

8.5

Style 2 - Selling

53

50.0

Style 3 - Participating

32

30.2

9

8.5

Characteristic
Primary leadership styles (n = 106)

Style 4 - Delegating
Secondary leadership styles (n = 103)

Style 4 - Delegating

Primary leadership style scores indicate that a majority, 61 percent (n = 65), of
the respondents perceived themselves as having a "participating" primary leadership style.
Thirty-six percent (n = 38) of the respondents perceived themselves as having a "selling"

67
primary leadership style. Two respondents perceived themselves as having a "delegating"
leadership style, and only one respondent perceived herself as having a "telling" leadership
style.
Fifty percent (n = 53) o f the respondents perceived themselves as having a
"selling" secondary leadership style. Thirty percent (n = 32) o f the respondents perceived
themselves as having a "participating" secondary leadership style. Nine respondents in
each category perceived themselves as having a "telling" or "delegating" secondary
leadership style.
Style range also is measured by the LEAD-Self instrum ent The LEAD-Self has
four leadership quadrants, each labeled with one o f the four leadership styles. Style range
scores represent the number of quadrants in which the respondent had two or more scores.
The range provides a sense of how flexible the leader is in her or his ability to vary
leadership style when trying to influence others. As shown in figure 1, 66 percent (n = 70)
of the respondents scored in two leadership quadrants, suggesting moderate levels of
flexibility in leadership style. Thirty percent (n = 32) o f the respondents scored in three of
the four leadership quadrants, suggesting high flexibility in leadership style. Four percent
(n = 4) o f the respondents scored in only one leadership style quadrant, suggesting low
flexibility in leadership style.
Low

4%

Fig. 1. Leadership range

68
Leadership adaptability scores were calculated using the LEAD-Self instrument.
Style adaptability, according to Hersey and Blanchard (1988), is the degree to which the
leader is able to vary leadership style appropriately, depending on follower maturity in a
situation. As shown in figure 2 ,2 0 percent (n = 21) of the respondents had scores that
indicated a high degree of adaptability. Sixty-four percent (n - 67) of the respondents had
scores that indicated a moderate degree o f adaptability. Only 17 percent (n = 18) of the
respondents had scores in the "need self-improvement" category in adaptability.
Low

17%

______

M o d e ra te

64%

Fig. 2. Leadership adaptability
Research Question #2
Is there a difference in self-perceived leadership styles o f nursing department
chairpersons of large baccalaureate and higher degree schools o f nursing and nursing
department chairpersons of small baccalaureate and higher degree schools of nursing?
The self-perceived leadership styles of nursing department chairpersons were
measured by Hersey and Blanchard's LEAD-Self instrument and then compared according
to school size. The data indicating differences in leadership style according to size of
school are displayed in table 9.
Sixty-nine percent (n = 73) of the respondents indicated that they were
department chairpersons in large schools of nursing. O f these, 62 percent (n = 45) of the
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chairpersons perceived themselves as having a "participating" leadership style, and 37
percent (n = 27) o f the chairpersons perceived themselves as having a "selling" leadership
style.

TA BLE9
NURSING DEPARTMENT CHAIRPERSONS’ LEADERSHIP STYLES AT
LARGE AND SMALL NLN ACCREDITED SCHOOLS OF NURSING
(n = 106)

Characteristic
Large schools o f nursing*

n

Percentage of Sample

73

68.9

Selling leadership style

27

37.0

Participating leadership style

45

62.0

Small schools of nursing**

33

31.1

Selling leadership style

11

33.0

Participating leadership style

20

60.0

*Large schools = one hundred or more enrolled students
♦♦Small schools = fewer than one hundred enrolled students
Note. One respondent from large schools and two respondents from small schools did not
perceive themselves as having a "selling" or "participating" leadership style.

Thirty-one percent (n = 33) of the respondents indicated that they were
department chairpersons in small schools o f nursing. O f these, 60 percent (n = 20) of the
chairpersons perceived themselves as having a "participating" leadership style, and 33
percent (n = 11) o f the chairpersons perceived themselves as having a "selling" leadership
style.
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Chi square tests to determine if significant differences existed between
leadership styles of chairpersons in large schools and leadership styles o f chairpersons in
small schools was conducted. No significant differences (Chi square = .04,1 df, p > .05)
were found.
Research Question #3
Is there a difference in self-perceived leadership styles o f nursing department
chairpersons of public baccalaureate and higher degree schools o f nursing and nursing
department chairpersons of private baccalaureate and higher degree schools o f nursing?
The self-perceived leadership styles of nursing department chairpersons were
measured by the LEAD-Self instrument and then compared according to school status. The
data indicating differences in leadership style according to school status are displayed in
table 10.
Forty-eight of the chairpersons were from public schools of nursing. O f this
number, 67 percent (n = 32) o f the chairpersons perceived themselves as having a
"participating” leadership style. The remaining 33 percent (n = 16) o f the chairpersons
perceived themselves as having a "selling" leadership style.
Fifty-eight of the chairpersons were from private nursing schools. O f this
number, 57 percent (n = 33) of the chairpersons perceived themselves as having a
"participating" leadership style. The remaining 38 percent (n = 32) o f the chairpersons
perceived themselves as having a "selling" leadership style.
Chi-square tests to determine if significant differences existed between
leadership styles of chairpersons in public schools and leadership styles of chairpersons in
private schools was conducted. No significant differences (Chi square = .49, 1 df,
p > .05) were found.
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TABUE 10
NURSING DEPARTMENT CHAIRPERSONS’ LEADERSHIP STYLES
AT PUBLIC AND PRIVATE NLN ACCREDITED
SCHOOLS OF NURSING
(n = 106)

Characteristic
Public schools o f nursing

n

Percentage of Sample

48

45.3

Selling leadership style

16

33.3

Participating leadership style

32

66.7

Private schools of nursing

58

54.7

Selling leadership style

22

37.9

Participating leadership style

33

56.9

Note. Three respondents from private schools did not perceive themselves as having
"selling" or "participating" leadership styles.

Research Question #4
Is there a relationship between self-perceived leadership styles o f nursing
department chairpersons and their scholarly productivity?
Scholarly productivity of the nursing department chairpersons was measured
using the Scholarly Productivity Index (SPI). The data in table 11 indicate the results of
the comparisons between nursing department chairpersons' leadership styles and SPI
scores. The SPI-1 scores represent prepublication and research activities, SPI-2 scores
represent publication activities, and SPI-3 scores represent editorial activities.
Comparisons between SPI mean scores for "participating" and "selling" leadership styles
indicated no significant differences (p > .05) between leadership styles for prepublication
and research activities, publication activities, and editorial activities.
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TABLE 11
NURSING DEPARTMENT CHAIRPERSONS’ PRIM ARY LEADERSHIP
STYLES AND SCHOLARLY PRODUCTIVITY SCORES
(n = 103)

SPI Categories

n

m

sd

t

SPI-1 (prepublication, research)
Selling leadership style

38

5.50

9.7

Participating leadership style

65

7.20

11.3

Selling leadership style

38

4.60

6.3

Participating leadership style

65

6.40

9.6

Selling leadership style

38

.62

1.1

Participating leadership style

65

.92

2.2

-.78*

SPI-2 (publication)
-1.02*

SPI-3 (editorial)
-.79*

*p > .05
Note. Three respondents did not perceive themselves as having a "selling" or
"participating" leadership style.

Scholarly productivity scores (SPI) resulted from the calculation of total
reported scholarly activities o f the chairpersons. An averaged SPI score (SPIC) was
calculated by correcting for the number of repealed years in nursing education. The data in
table 12 indicate the results of the comparisons between chairpersons' leadership styles and
SPIC scores. Comparisons between SPIC mean scores for "participating" and "selling"
leadership styles indicated no significant differences (p > .05) between leadership styles for
prepublication and research activities, publication activities, and editorial activities.
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TABLE 12
NURSING DEPARTMENT CHAIRPERSONS' PRIMARY LEADERSHIP
STYLES AND SCHOLARLY PRODUCTIVITY SCORES CORRECTED
FOR YEARS OF NURSING EDUCATION EXPERIENCE
(n= 101)

SPI Categories

n

m

sd

t

SPI-1 (prepublication, research)
Selling leadership style

37

.51

1.40

Participating leadership style

64

1.30

5.44

Selling leadership style

37

.40

.75

Participating leadership style

64

.68

1.40

Selling leadership style

33

.05

.11

Participating leadership style

64

.10

.26

-.89*

SPI-2 (publication)
-1.07*

SPI-3 (editorial)
-1.17*

*p > .05
Note. Three respondents did not perceive themselves as having a "selling" or
"participating" leadership style. Two respondents did not indicate their years of
experience.

Additional Findings
This section reports additional findings from this study. An examination o f the
differences between nursing department chairperson leadership styles and educational
variables was conducted. Educational variables examined included number o f years in the
nursing profession, number of years as department chairperson, number o f faculty for
whom the chairperson had administrative responsibility, and academic rank. Results of
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statistical tests to determine differences in leadership style and scholarly productivity
between chairpersons from large nursing schools and chairpersons from small nursing
schools are presented. Results of statistical tests to determine differences in leadership
style and scholarly productivity between chairpersons from private nursing schools and
chairpersons from public nursing schools are then presented. By answering a Likert type
question, respondents indicated the amount of institutional pressure they felt for engaging
in scholarly activities. An analysis of data related to institutional pressure to engage in
scholarly activities is included.
Educational Variables and Leadership Styles
The data in table 13 indicate differences between nursing department
chairperson leadership styles and selected educational variables. Variables include number
of years as department chairperson, number o f years in nursing profession, and number of
faculty for whom chairpersons have administrative responsibility.
Study results indicate significant differences (Chi square = 4.08, p < .05) in
department chairpersons’ leadership styles as related to number o f years as department
chairperson. A significantly greater number o f chairpersons with less than five years in the
position perceived themselves as having a "participating" leadership style than did
chairpersons with five or more years in their position. No significant relationships were
found between primary leadership style and number o f years in the nursing profession or
number of faculty for whom the chairperson had administrative responsibility.
Academic Rank and Leadership Style
The data in table 14 present differences between department chairpersons'
primary leadership styles and academic rank. Results indicate no significant differences
between leadership styles of department chairpersons according to academic rank.
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TABLE 13
COMPARISONS OF NURSING DEPARTMENT CHAIRPERSONS'
PRIMARY LEADERSHIP STYLES AND NURSING
EDUCATION EXPERIENCE
(n = 106)

Variable

Selling
Style
n

Participating
Style
n

Chi square

Years as department chairperson
5 years or more

18

18

Less than 5 years

20

47

1

5

36

60

15 or more faculty

21

31

Less than 15 faculty

13

31

10 or more faculty

25

39

Less than 10 faculty

2

13

4.08*
Years in nursing profession
15 years or more

1.06
Less than 15 years
Number o f faculty for whom
chairpersons have administrative
responsibility
1.22
Number of tenured faculty for whom
chairpersons have administrative
responsibility
3.58

*p < .05 with 1 df
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TABLE 14
COMPARISONS OF NURSING DEPARTMENT CHAIRPERSONS’
PRIMARY LEADERSHIP STYLES AND ACADEMIC RANK
(n = 105)

Academic Rank and Leadership Styles*
Full professor

n

Percentage of Sample

37

35.2

Selling leadership style

11

29.7

Participating leadership style

25

67.6

Associate professor

41

39.0

Selling leadership style

12

29.3

Participating leadership style

28

68.3

Assistant professor

27

25.7

Selling leadership style

14

51.9

Participating leadership style

12

44.4

♦"Telling" and "delegating" leadership styles are not reported due to low numbers in those
styles.

School Size and Scholarly Productivity
The data in table 15 present the comparisons between SPIC scores of nursing
department chairpersons from large schools and from small schools.
Scholarly productivity scores for nursing department chairpersons at large
schools were compared to scores for nursing department chairpersons at small schools.
Results indicated no significant differences (p > .05) in the SPIC scores for prepublication
and research activities, publication activities, and editorial activities.
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TABLE 15
COMPARISONS BETWEEN NURSING DEPARTMENT CHAIRPERSONS’
SCHOLARLY ACTIVITIES AT LARGE AND SMALL NURSING
SCHOOLS USING SPI SCORES CORRECTED FOR YEARS
OF NURSING EDUCATION EXPERIENCE
(n = 104)

SPIC Categories

n

m

sd

t

SPIC-1 (prepublication, research)
Large schools

72

1.40

5.20

Small schools

32

.22

.51

Large schools

72

.69

1.40

Small schools

32

.29

.48

Large schools

72

.09

.21

Small schools

32

.06

.22

1.25

SPIC-2 (publication)
1.53

SPIC-3 (editorial)
.64

School Status and Scholarly Productivity
The data in table 16 present the comparisons between SPIC scores of nursing
department chairpersons from public nursing schools and from private nursing schools.
Nursing department chairpersons' levels of scholarly productivity, as measured
by the corrected SPI, at public nursing schools and private nursing schools were
compared. Results indicated significant differences (p < .05) between levels of scholarly
productivity for chairpersons of private and public nursing schools for prepublication and
research activities, publication activities, and editorial activities. Chairpersons from public
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nursing schools reported significantly more scholarly activities than did chairpersons from
private nursing schools.

TABLE 16
COMPARISONS BETWEEN NURSING DEPARTMENT CHAIRPERSONS'
SCHOLARLY ACTIVITIES AT PUBLIC AND PRIVATE NURSING
SCHOOLS USING SPI SCORES CORRECTED FOR YEARS
OF NURSING EDUCATION EXPERIENCE
(n = 104)

SPIC Categories

n

m

sd

t

SPIC-1 (prepublication, research)
Public schools

47

1.93

6.37

Private schools

57

.26

.45

Public schools

47

.93

1.70

Private schools

57

.26

.38

Public schools

47

.14

.30

Private schools

57

.04

.08

-1.98*

SPIC-2 (publication)
-2.90*

SPIC-3 (editorial)
-2.39*

*p < .05

Respondents' Perceptions o f Institutional
Pressure to Engage in Scholarly Activities

The data in table 17 present the respondents' perceptions o f institutional
pressure to engage in scholarly activities.
Respondents were classified into two groups. The first group (56 percent,
n = 59) agreed or strongly agreed with the statement "I feel a great deal o f pressure from
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the institution to engage in scholarly activities." The second group (23 percent, n = 24)
disagreed or strongly disagreed with the same statement. The third group (22 percent,
n = 23) was neutral in regard to the statement

TABLE 17
INSTITUTIONAL PRESSURE TO ENGAGE IN SCHOLARLY ACTIVITIES
(n = 106)
Level of Agreement

n

Percentage of Sample

Yes, feel institutional pressure to
engage in scholarly activities

59

55.7

No, do not feel institutional pressure
to engage in scholarly activities

24

22.6

Neutral

23

21.7

Secondary Leadership Style. Ranee, and Adaptability
Chi square and t-tests were performed on the data to compare secondary
leadership styles, range, and adaptability with demographic variables. No significant
relationships were found. Likewise, combining study respondents into four
groups—chairpersons from large, private nursing schools; chairpersons from large, public
nursing schools; chairpersons from small, public nursing schools; and chairpersons from
small, private nursing schools—suggested no significant relationships in leadership styles,
range, or adaptability related to the demographic variables or scholarly productivity scores.
The data from this study were presented in this chapter. Chapter five presents a
summary of these results, discussion, conclusions of the study, and recommendations for
further research.

CHAPTER V
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS
Chapter five presents a summary o f the study. Discussion o f the findings,
conclusions o f the study, and recommendations for further research are included in this
chapter.
Summary of the Study
The purpose o f this study was to identify the self-perceived leadership styles of
nursing department chairpersons in baccalaureate and higher degree schools o f nursing in
the M idwest A study o f the relationship between the scholarly productivity of nursing
department chairpersons and their self-perceived leadership styles was included.
Furthermore, the study examined the self-perceived leadership styles of the nursing
department chairperson as related to college size and status (public or private). In this
study, leadership style was defined as the nursing department chairperson's leadership
behaviors which influence the professional performance o f faculty members.
Hersey and Blanchard's (1988) Situational Leadership model was used as a
conceptual framework for the study. The Situational Leadership model posits that the most
appropriate leadership style is dependent upon the maturity of the followers and the work
situation. According to the model, followers with a high level o f maturity will need a
leadership style in which a low degree of task behavior and a high degree of relationship
behavior are used. A high task, high relationship leadership style should be used with less
mature followers.
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Many studies of the leadership characteristics o f nursing deans and associate
deans have been reported in the literature. However, few studies o f the scholarly
productivity o f nursing education administrators have been conducted. Scholarly activity is
among the expectations of nursing faculty and administrators after they make the transition
from the hospital setting to the academic environment Along with expectations for
scholarly activity, faculty and administrators find that they must be able to teach effectively
and to serve on departmental and university committees. This study reports the results o f
nursing department chairpersons' self-perceived leadership styles and scholarly
productivity related to various demographic characteristics.
The study included nursing department chairpersons from 104 National League
for Nursing (NLN) accredited schools in ten midwestem states. Participants were asked to
complete three instruments: the LEAD-Self, the Scholarly Productivity Index (SPI), and a
demographic information form. The return o f 106 questionnaires resulted in a response
rate of 62 percent. Forty percent of the institutions in the study were public nursing
schools, and 60 percent were private nursing schools. Fifty-one percent of the schools in
the study were large schools (one hundred or more enrolled students), and 49 percent were
small schools (fewer than one hundred enrolled students).
Summary of Research Questions
The Statistical Package for the Social Sciences (SPSS-X) was used to analyze
the data. Descriptive statistics were used to describe self-perceived leadership styles and
other demographic characteristics. Chi square and t-tests were used to determine
differences in leadership styles based on demographic variables and scholarly activity. In
this section, the research question is stated, and a summary of results for each question is
presented.
Research question #1. What are the self-perceived leadership styles o f nursing
department chairpersons in baccalaureate and higher degree schools of nursing?
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Sixty-three percent (n = 65) of nursing department chairpersons perceived
themselves as having a "participating" leadership style, and 36 percent (n = 38) o f the
nursing department chairpersons perceived themselves as having a "selling" leadership
style. The "participating" leadership style (Style 3) is characterized by low task behavior
and high relationship behavior. The "selling" leadership style (Style 2) is characterized by
high task behavior and high relationship behavior.
Two nursing department chairpersons perceived themselves as having a
"delegating" (Style 4) leadership style, which is characterized by low task behavior and
low relationship behavior. Only one nursing department chairperson perceived herself as
having a "telling" (Style 1) leadership style, which is characterized by high task behavior
and low relationship behavior.
Self-perceived secondary or backup styles o f leadership were reversed in order
from the primary leadership styles. Fifty percent (n = 53) o f the nursing department
chairpersons perceived themselves as having a "selling" leadership style, and 30 percent
(n = 32) o f the chairpersons perceived themselves as having a "participating" leadership
style. Nine nursing department chairpersons perceived themselves as having a "telling"
secondary leadership style, and nine nursing department chairpersons perceived themselves
as having a "delegating" secondary leadership style.
Leadership style range also was measured by the LEAD-Self instrument.
Sixty-six percent (n = 70) of the respondents perceived themselves as having a moderate
level of leadership style flexibility, and 30 percent (n = 32) of the respondents perceived
themselves as having a high level of leadership style flexibility. Only 4 percent (n = 4) o f
the nursing department chairpersons perceived themselves as having a low level of
leadership style flexibility.
Leadership style adaptability also was measured by the LEAD-Self. Twenty
percent (n = 21) of the nursing department chairpersons perceived themselves as having a
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high degree of adaptability in leadership style. Sixty-three percent (n = 67) o f the nursing
department chairpersons perceived themselves as having a moderate degree of adaptability
in leadership style, and 17 percent (n = 18) perceived themselves as having a low degree of
adaptability in leadership style.
Research question #2. Is there a difference in the self-perceived leadership
styles o f nursing department chairpersons of large baccalaureate and higher degree schools
o f nursing and nursing department chairpersons of small baccalaureate and higher degree
schools o f nursing?
In this study, respondents included seventy-three nursing department
chairpersons from large schools of nursing. Forty-two percent (n = 45) of these
chairpersons perceived themselves as having a "participating" leadership style. This means
that they tended to use high relationship behavior and low task behavior in their interactions
with faculty members. Thirty-seven percent (n = 27) o f the nursing department
chairpersons from large nursing schools perceived themselves as having a "selling"
leadership style, indicating use o f high task and relationship behavior with faculty
members.
O f the thirty-three nursing department chairpersons who directed small nursing
schools, 61 percent (n = 20) perceived themselves as having a "participating" leadership
style. Thirty-three percent (n = 11) of the nursing department chairpersons perceived
themselves as having a "selling" leadership style. The majority of nursing department
chairpersons from both large schools and small schools perceived themselves as having a
"selling" secondary leadership style.
Research question #3. Is there a difference in the self-perceived leadership
styles of nursing department chairpersons of public baccalaureate and higher degree
schools of nursing and nursing department chairpersons o f private baccalaureate and higher
degree schools o f nursing?
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O f the forty-eight nursing department chairpersons from public schools o f
nursing, 67 percent (n = 32) perceived themselves as having a "participating" leadership
style. The remaining 33 percent (n = 16) perceived themselves as having a "selling"
leadership style.
O f the fifty-eight nursing department chairpersons from private nursing
schools, 57 percent (n = 33) perceived themselves as having a "participating" leadership
style, and 38 percent (n = 22) perceived themselves as having a "selling" leadership style.
No significant differences in leadership styles between the two groups were found.
Research question # 4. Is there a relationship between the self-perceived
leadership styles of nursing department chairpersons and their scholarly productivity?
Using the SPI, the researcher calculated the three sets of scores. The first set of
scores was for prepublication and research activity (SPI-1), the second set o f scores was
for publication activity (SPI-2), and the third set of scores was for editorial activity
(SPI-3). SPI scores were also corrected for years of nursing education experience. The
corrected scores were labeled SPIC-1, SPIC-2, and SPIC-3, respectively.
Nursing department chairpersons who perceived themselves as having a
"participating" leadership style and those who perceived themselves as having a "selling"
leadership style were tested for differences based on SPI scores. No significant
differences were found on prepublication and research activities, publication activities, or
editorial activities. Comparisons o f the SPIC scores o f "participating" and "selling"
chairpersons indicated no significant differences in their amounts o f scholarly activties for
prepublication and research activities, publication activities, and editorial activities.
Summary of Additional Findings
A summary of additional findings for this study follows. Sixty-five percent
(n = 69) of nursing department chairpersons had held their current positions for fewer than
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five years. In fact, 48 percent of the nursing department chairpersons had held their
current positions for two years or less.
Considerable variability was found in the number o f years in the nursing
profession for nursing department chairpersons. The mean number of years in
professional nursing was 25.70 with a range o f 10-44 years. Seventy-three percent
(n = 77) of the nursing department chairpersons reported having been in nursing education
for mere than ten years.
Seventy percent (n = 74) of the nursing department chairpersons in this study
reported having doctoral degrees. Fifty-four percent (n = 57) of the nursing department
chairpersons reported having a doctoral degree in a field related to nursing, and 16 percent
(n = 17) of the nursing department chairpersons reported having doctoral degrees in
nursing. Twenty-eight percent (n = 30) of the nursing department chairpersons reported
having master's degrees in nursing, and 4 percent (n = 4) o f the nursing department
chairpersons reported having master's degrees in another field.
The administrative duties of nursing department chairpersons varied a great
deal. Sixty-one percent (n = 65) of the nursing department chairpersons reported that they
had administrative responsibility for more than ten faculty members. Twenty-five percent
(n = 26) o f the nursing department chairpersons repeated having administrative
responsibility for more than twenty faculty members. Sixty-six percent (n = 70) of the
nursing department chairpersons reported having administrative responsibility for ten or
fewer tenured faculty members.
Sixty percent (n = 57) of the nursing department chairpersons in this study
reported that, in addition to administrative duties, they taught undergraduate classes 50
percent or more of their total work time. Forty percent (n = 42) o f the respondents
reported teaching some graduate level classes as part o f their total work time. Only 8
percent (n = 8) of the respondents reported teaching graduate students 50 percent or more
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o f their total work time. Sixty percent (n = 64) of the nursing department chairpersons
reported that they had no teaching responsibilities.
Nursing department chairpersons’ self-perceived leadership styles were
compared with several variables. Significant differences were found in the leadership
styles of nursing department chairpersons related to number of years as department
chairperson. Nursing department chairpersons who had held their positions for fewer than
five years were significantly more likely to perceive themselves as having a "participating"
leadership style than those who had held their positions for more than five years. Findings
did not suggest significant differences between leadership styles of nursing department
chairpersons related to academic rank.
Findings indicated that there was a significant difference in the leadership style
o f nursing department chairpersons with administrative responsibility for ten or more
tenured faculty members compared to chairpersons with administrative responsibility for
fewer than ten tenured faculty members. The difference indicated a tendency for nursing
department chairpersons with administrative responsibility for more than ten tenured
faculty members to have a "selling" leadership style.
No significant differences in SPI or SPIC scores for prepublication and
research activities, publication activities, or editorial activities were found between
chairpersons from large nursing schools and chairpersons from small nursing schools.
However, significant differences in SPIC scores for prepublication and research activities,
publication activities, and editorial activities were found between chairpersons from public
schools and chairpersons from private schools. Chairpersons from public nursing schools
reported significantly more publication activities than did chairpersons from private nursing
schools in all three categories.
Nursing department chairpersons were asked to respond to a Likert type
statement regarding institutional pressure to engage in scholarly activities. Fifty-six percent
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(n = 59) of the nursing department chairpersons reported that they felt institutional pressure
to engage in scholarly activities. Twenty-two percent (n = 24) o f the chairpersons reported
that they did not feel institutional pressure to engage in scholarly activities. The remaining
22 percent (n = 23) marked "neutral" in response to the statement. No significant
differences in leadership style were found between those who felt institutional pressure to
engage in scholarly activities and those who did not.
Discussion of the Findings
In this section, the research questions are stated and a discussion o f the findings
o f this study and from related studies follows. Discussion o f additional findings is
included.
Discussion o f Research Questions
After each research question is stated, the findings and related studies are
briefly discussed. Because this study addressed the topic o f leadership style in some new
ways, related literature is not always directly applicable for discussion.
Research question #1. What are the self-perceived leadership styles o f nursing
department chairpersons in baccalaureate and higher degree schools of nursing?
The findings suggested that nursing department chairpersons use leadership
styles which balance task behavior and relationship behavior. Many chairpersons head
departments in large schools of nursing where most faculty members hold doctoral
degrees. According to the Situational Leadership model, the "participating" leadership
style would be an appropriate choice for mature followers (Hersey and Blanchard 1988).
The second most preferred leadership style with followers o f moderate maturity in the
Situational Leadership model is "selling," according to Hersey and Blanchard. Almost all
nursing department chairpersons who did not perceive themselves as having a
"participating" leadership style indicated that they perceived themselves as having a
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"selling" leadership style. Both "participating" and "selling" leadership styles may be
appropriate for nursing department chairpersons to use with faculty members who are
experienced in their profession.
The results o f this study support the findings o f other studies o f nursing
education administrators. Many studies of nursing education administrators' leadership
styles, using Situational Leadership as a model, have been reported in the literature. Most
researchers reported that nursing academic leaders usually have a "participating" or
"selling" primary leadership style (Goldenberg 1990; Gooding 1978; Mortem 1989; Rogers
1989; Smith 1985).
This study focused on nursing department chairpersons. However, many
nursing department chairpersons eventually will accept a dean or associate/assistant dean
position. Study results suggested that the leadership styles o f nursing department
chairpersons are comparable or even identical to the leadership styles o f nursing school
deans or associate/assistant deans.
The Situational Leadership model has been used as a conceptual framework for
many nursing leadership studies in the hospital or clinical setting. Results from these
studies indicate that hospital nursing leaders use "selling" as a primary leadership style and
"participating" as a secondary leadership style (Adams 1990; Myrick, Bushardt, and
Cadenhead 1988). Nurses who make the transition from the hospital setting to the
academic environment probably transfer their leadership skills to the new situation (Irurita
1988). The results of this study support the concept that leadership skills are transferable
from one setting to another and that, in general, nurses tend to use "participating" and
"selling" leadership styles. However, other variables, such as organizational culture,
should be considered. The differences between the culture of the clinical setting and the
educational setting may be a factor in why "selling" is the primary leadership style in the
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hospital setting and "participating" is the primary leadership style in the higher education
setting.
In this study, the LEAD-Self instrument measured the leadership style range
and adaptability of the nursing department chairpersons. Results suggested that almost all
o f the nursing department chairpersons had at least two well-developed leadership styles
and that 80 percent of the nursing department chairpersons possessed moderate to high
ability to adapt their leadership styles according to the maturity o f the followers. These
findings suggested that the nursing department chairpersons perceived themselves as being
able to adapt their leadership styles to the specific leadership situation. They also perceived
themselves as being able to use at least two different leadership styles depending on the
situation. Only four chairpersons scored in the low adaptability in leadership style
category. According to Hersey and Blanchard, those nursing department chairpersons
scoring in the low adaptability category should implement self-improvement strategies.
Research question #2. Is there a difference in self-perceived leadership styles
o f nursing department chairpersons of large baccalaureate and higher degree schools of
nursing and nursing department chairpersons o f small baccalaureate and higher degree
schools o f nursing?
The primary and secondary leadership styles o f nursing department
chairpersons from large schools and those from small schools were compared and no
significant differences in leadership style were found. The results o f this study support the
findings of other studies which concluded that school size is not related to the leadership
styles o f nursing school deans (Karp 1980; Morton 1989). If school size is not related to
the leadership styles of nursing education administrators, perhaps the culture o f the
university should be examined as an influencing factor on leadership style.
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Research question #3. Is there a difference in self-perceived leadership styles
o f nursing department chairpersons o f public baccalaureate and higher degree schools of
nursing and nursing department chairpersons of private baccalaureate and higher degree
schools o f nursing?
The leadership styles of nursing department chairpersons in public nursing
schools were not found to be significandy different from the leadership styles of nursing
department chairpersons in private nursing schools. No other studies have included
conclusions about the influence o f school status on leadership style.
Research question # 4. Is there a relationship between self-perceived leadership
styles of nursing department chairpersons and their scholarly productivity?
Nursing department chairpersons who perceived themselves as having a
"participating" leadership style did not vary significantly from chairpersons who perceived
themselves as having other leadership styles in amount of reported scholarly activity. No
other studies have addressed the issue of scholarly productivity as related to leadership
style.
Discussion of Additional Findings
A brief discussion of the additional findings for this study follows. The
majority (n = 69) of nursing department chairpersons had held their current positions for
fewer than five years, and 48 percent (n = 51) o f the nursing department chairpersons had
held their current positions for two years or less. Morton (1989) also reported that 50
percent of nursing department chairpersons had held their positions for fewer than five
years, and many had held their positions for fewer than two years. These findings suggest
that there is either a high "turnover" rate for the chairperson position in many nursing
schools or that some nursing schools rotate the position among the faculty in the
department.
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Wakefield-Fisher (1987) discussed a trend in nursing education toward more
nursing faculty members having doctoral degrees. The findings o f this study support such
a trend in that 70 percent of nursing department chairpersons reported having doctoral
degrees.
Although study findings suggested that significant differences existed in the
leadership styles of nursing department chairpersons based on the number o f faculty for
whom they had administrative responsibility, McDaniel (1985) found that nursing
education chief executive officers did not vary significantly in leadership style based on the
number o f subordinates. Morton (1989) also noted that administrators of large, complex
nursing schools spent a majority of their time in administrative duties and assigned duties
that are more relationship oriented to subordinates. This delegation of duties did not,
however, change their basic leadership style.
This study did not find significant differences between the leadership styles of
nursing department chairpersons holding different academic ranks. However, a greater
number of nursing department chairpersons who held the rank o f full or associate
professor perceived themselves as having a "participating" leadership style while a greater
number of nursing department chairpersons who held the rank of assistant professor
perceived themselves as having a "selling" leadership style. Perhaps full or associate
professors have more years of leadership experience to use when assisting followers to
perform at expected levels of productivity. Perhaps the inexperience o f assistant
professors in leadership positions leads to their having to do more "selling" with more
experienced faculty members. These findings support the Hersey and Blanchard
Situational Leadership model in that maturity o f followers should affect leadership style.
No significant differences in SPI or SPIC scores for prepublication and
research activities, publication activities, or editorial activities were found between
chairpersons from large nursing schools and chairpersons from small nursing schools.
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Nursing department chairpersons in public nursing schools reported significantly more
publication activities than did chairpersons in private nursing schools in all three categories.
Perhaps chairpersons at public institutions are expected to engage in higher levels of
scholarly productivity than are their counterparts at private institutions. Nursing literature
to support or counter this finding was not found.
Secondary leadership style, range, and adaptability data were compared with
demographic variables. No significant relationships were found. Also, nursing
department chairpersons were combined into four groups: (1) nursing department
chairpersons from large, private schools; (2) nursing department chairpersons from large,
public schools; (3) nursing department chairpersons from small, public schools; and
(4) nursing department chairpersons from small, private schools. Again, no significant
relationships between primary and secondary leadership styles, range, or adaptability and
demographic variables were found. These findings further suggest that school size and
status are not significantly related to chairperson leadership styles.
Conclusions
The conclusions presented in this section are based on the findings of this
study.
1. Nursing department chairpersons perceived themselves as having either a
"participating" or a "selling" primary leadership style.
2. Nursing department chairpersons perceived themselves as having either a
"selling" or a "participating" secondary, cm- backup, leadership style.
3. Nursing department chairpersons perceived themselves as able to adapt
their leadership styles to the specific situation.
4. Nursing department chairpersons perceived themselves as having at least
two different leadership styles.
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5. Nursing department chairpersons' leadership styles are similar to the
leadership styles o f nursing education deans or associate/assistant deans.
6. Nursing department chairpersons from large nursing schools do not differ
significantly in leadership style from nursing department chairpersons in small nursing
schools.
7. Nursing department chairpersons from public nursing schools do not differ
significantly in leadership style from nursing department chairpersons from private nursing
schools.
8. Repeated amounts of scholarly activities did not vary significantly for
nursing department chairpersons who perceived themselves as having a "participating"
leadership style and nursing department chairpersons who perceived themselves as having
other leadership styles.
9. Reported amounts of scholarly activities did not vary significantly for
nursing department chairpersons from large nursing schools and nursing department
chairpersons from small nursing schools.
10. Reported amounts of scholarly activities did vary significantly fa* nursing
department chairpersons from public nursing schools and nursing department chairpersons
from private nursing schools. Chairpersons from public nursing schools reported
significantly larger amounts of scholarly activities in all three SPI categories than did
chairpersons from private nursing schools.
11. Nursing school size and status are not significantly related to chairperson
leadership styles.
12. More nursing education administrators are seeking and completing doctoral
degrees as evidenced by the large majority o f nursing department chairpersons who
repealed having doctoral degrees.
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Limitations
The following limitations apply to this study:
1. The sample population studied included 98 percent females so the results
cannot be generalized to other disciplines where the majority o f chairpersons are male or to
disciplines where leadership positions are held by more equal number of men and women.
2. The Leadership Effectiveness and Adaptability Description (LEAD-Self)
was developed using mostly males from business and industrial settings. The reliability
and validity o f the instrument have not been determined when used for groups o f women.
3. The study is limited to self-perceptions o f leadership style with no study of
how faculty members in the chairpersons' departments may view the chairpersons’
leadership style.
4. The results of this study cannot be generalized to chairpersons in schools of
nursing in geographical areas outside of the Midwest.

Recommendations
The results and conclusions of this study have raised questions which could be
researched in future studies. The following recommendations are based on study results
and conclusions.
1. Further study of nursing department chairperson leadership styles should
focus on faculty perceptions of chairpersons' leadership styles compared to
self-perception information. The findings of this study of self-perceived leadership styles
of nursing department chairpersons may provide insight into the leadership style of the
chairperson, but greater insight could be gained from studying the perceptions o f the
followers in regard to the leader's style.
2. Because nursing school size and status (public or private) do not seem to be
significantly related to chairperson leadership style, a study of the organizational culture of
schools of nursing as related to leadership styles should be conducted.
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3. The study o f nursing leadership styles and behaviors should be included in
nursing education curriculum, particularly at the graduate level. Nursing educators have
the opportunity to influence the development o f student leadership skills and student
awareness of leadership behaviors appropriate for both the clinical and educational settings.
4. Further study of the nursing department chairpersons' influence on faculty
members' scholarly productivity should be conducted for the purpose o f gaining insight
into the scholarly productivity levels of faculty members. Wakefield-Fisher (1987)
developed the SPI to study the influence of deans' leadership styles related to faculty
members' scholarly productivity, but the instrument has not been used extensively with
nursing department chairpersons or faculty members.
5. Additional studies of nursing department chairperson leadership styles
should be conducted in different geographical areas to see if leadership styles vary
depending on location.
6. Nurses should continue to study leadership styles and consider the
important implications of effective leadership in clinical, hospital, and academic settings.
Those who have problems functioning in leadership positions should work to improve
their understanding of situational leadership as well as their range and adaptability of
leadership style.
7. Further studies of nursing department chairpersons' leadership styles should
divide the sizes of nursing schools into more than two categories. Perhaps differences in
leadership styles as related to size o f school would become apparent with a larger number
o f size categories.
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APPENDIX A
SITUATIONAL LEADERSHIP MODEL
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W hen a Leader Behavior is used approprialely wilh its corresponding level ol readiness, il is
lermed a High Probability Match. The lollowing are descriptors that can be useful when using
Situational Leadership lor specific applications:

S1
Telling
Guiding
Directing
Establishing

S2
Selling
Explaining
Clanlying
Persuading

S3
Parlicipating
Encouraging
Collaborating
Committing

S4
Delegating,
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Source: Paul Hersey and Kenneth H. Blanchard, Management o f Organizational Behavior
ITHliTing Human Resources. 5th ed. (Englewood Cliffs, NJ: Prentice-Hall, 1988), p. 182.
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APPENDIX B
BLAKE & MOUTON'S MANAGERIAL GRID
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APPENDIX C
NLN ACCREDITED SCHOOLS OF NURSING
IN THE STUDY
Schools by state, size, and public or private status:

STATE

NURSING SCHOOI7COI -I -EGE

SIZE

STATUS

Aurora University
Aurora

Large

Private

Barat College and
University of Health Sciences
North Chicago

Small

Public

Bradley University
Peoria

Small

Private

Chicago State University
Chicago

Small

Public

De Paul University
Chicago

Small

Private

Elmhurst College
Elmhurst

Small

Private

Governors State University
University Park

Small

Public

Illinois Benedictine College
Lisle

Small

Private

Illinois Wesleyan University
Bloomington

Large

Private

Lewis University
Romeoville

Large

Private

Loyola University of Chicago
Chicago

Small

Private

MacMunay College
Jacksonville

Small

Private

McKendree College
Lebandon

Small

Private

Mennonite College
Bloomington

Large

Private

ILLINOIS

100
NURSING SCHOOIVCOLLEGE

SIZE

STATUS

Millikin University
Decatur

Small

Private

North Park College
Chicago

Small

Private

Northern Illinois University
DeKalb

Large

Public

Olivet Nazarene University
Kankakee

Large

Private

Rockford College
Rockford

Small

Private

Rush University
Chicago

Large

Private

Saint Xavier College
Chicago

Large

Private

Sangamon State University
Springfield

Small

Public

Trinity Christian College
Palos Heights

Small

Private

University of Illinois
Chicago

Large

Public

Briar Cliff College
Sioux City

Small

Private

Clarke College
Dubuque

Small

Private

Coe College
Cedar Rapids

Small

Private

STATE
ILLINOIS
(cont.)

Total = 24
Large 9

Small 15

Public 7

Private 17

Public/Large = 2
Public/Small = 4
Private/Large =7
Private/Small =11
IOWA
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STATE
IOWA
(co n t)

Total =11
Large 2

NURSING SCHOOTVCOLLEGF.

SIZE

STATUS

Graceland College
Des Moines

Small

Private

Grandview College
Des Moines

Small

Private

Iowa Wesleyan
Mount Pleasant

Small

Private

Luther College
Decorah

Large

Private

Marycrest College
Davenport

Small

Private

Momingside College
Sioux City

Small

Private

Mount Mercy College
Cedar Rapids

Small

Private

University o f Iowa
Iowa City

Large

Public

Bethel College
North Newton

Small

Private

Fort Hays State University
Hays

Small

Public

Kansas Newman College
Wichita

Small

Private

Mid-American Nazarene College
Olathe

Small

Private

Pittsburg State University
Pittsburg

Small

Public

Small 9

Public 1

Private 10

Public/Large = 1
Public/Small = 0
Private/Large =1
Private/Small =9
KANSAS

102
STATE
KANSAS
(co n t)

Total =11
Large 3

NURSING SCHOOT VCOT J .F.GF.

SIZE

STATUS

Saint Mary College
Leavenworth

Small

Private

Saint Mary of the Plains
Topeka

Small

Public

Southwestern College
Winfield

Small

Private

University of Kansas College
o f Health Sciences
Kansas City

Large

Public

Washburn University of Topeka
Topeka

Large

Public

Wichita State University
Wichita

Large

Public

Andrews
Berrien Springs

Small

Private

Eastern Michigan University
Ypsilanti

Large

Public

Ferris State University
Big Rapids

Small

Public

Grand Valley State University
Allendale

Large

Public

Hope-Calvin College
Grand Rapids

Small

Private

Lake Superior State University
Sault Saint Marie

Large

Public

Mercy College of Detroit
Detroit

Large

Private

Small 8

Public 6

Private 5

Public/Large = 3
Public/Small = 3
Private/Large = 0
Private/Small = 5
MICHIGAN
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S IA 2 E
MICHIGAN
(co nt)

Total = 14
Large 9

NURSING SCHOOTVCOLLFGF

SIZE

STATUS

Michigan State University
Lansing

Large

Public

Nazareth College at Kalamazoo
Nazareth

Small

Private

Northern Michigan State University
Marquette

Large

Public

Oakland University
Rochester

Large

Public

Saginaw Valley State University
University Center

Small

Public

University of Michigan-Ann Arbor
Ann Arbor

Large

Public

Wayne State University
Detroit

Large

Public

Augsburg College
Minneapolis

Small

Private

Bemidji State University
Bemidji

Small

Public

Bethel College
St. Paul

Small

Private

College of S t Benedict
S t Joseph

Small

Private

College of St. Scholastica
Duluth

Large

Private

Mankato State University
Mankato

Large

Public

Small 5

Public 10

Private 4

Public/Large = 8
Public/Small = 2
Private/Large = 1
Private/Small = 3
MINNESOTA
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S l& f f i
MINNESOTA
(corn.)

Total = 11
Large 6

NURSING SCHOOIVCOLLEGE

SIZE

STATUS

Metropolitan State University
SL Paul

Large

Public

Minnesota Intercollegiate Nursing
Consortium
S t Paul

Large

Private

Moorhead State University
Moorhead

Large

Public

University of Minnesota
Minneapolis

Large

Public

Winona State University
Winona

Small

Public

Carroll College
Helena

Large

Private

Montana State University
Bozeman

Large

Public

College of St. Mary's
Omaha

Large

Private

Creighton University
Omaha

Large

Private

Small 5

Public 6

Private 5

Public/Large = 4
Public/Small = 2
Private/Large = 2
Private/Small = 3
MONTANA

Total = 2
Large 2

Small 0

Public 1

Private 1

Public/Large = 1
Public/Small = 0
Private/Large = 1
Private/Small = 0
NEBRASKA
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STATE
NEBRASKA
(corn.)

Total = 7
Large 5

NURSING SCHOOIVCOLIEGE

SIZE

STATUS

Kearney State College
Kearney

Large

Public

Midland Lutheran College
Fremont

Small

Private

Nebraska Wesleyan University
Lincoln

Large

Private

Union College
Lincoln

Small

Private

University of Nebraska Medical
Center
Omaha

Large

Public

Small

Public

Jamestown College
Jamestown

Large

Private

Minot State University
Minot

Large

Public

Tri-College University
Fargo

Large

Private

University of Mary
Bismarck

Large

Private

University of North Dakota
Grand Forks

Large

Public

Small 2

Public 2

Private 5

Public/Large = 2
Public/Small = 0
Private/Large ==3
Private/Small ==2
NORTH DAKOTA
Dickinson State University
Dickinson
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Total = 6
Large 5

Small 1

Public 3

Private 3

Public/Large = 2
Public/Small = 1
Private/Large = 3
Private/Small = 0

STATE

SIZE

STATUS

Large

Private

Mount Marty College
Yankton

Small

Private

South Dakota State University
Brookings

Large

Public

Alvemo College
Milwaukee

Large

Private

Beilin College
Green Bay

Large

Private

Cardinal Stritch College
Milwaukee

Large

Private

Carroll-Columbia College
Milwaukee

Large

Private

Concordia College
Mequon

Small

Private

Edgewood College
Madison

Small

Private

Marian College of Fond du Lac
Fond du Lac

Large

Private

NURSING SCHOOI-/COI-I-EGE

SOUTH DAKOTA
Augustana College
Sioux Falls

Total = 3
Large 2

Small 1

Public 1

Private 2

Public/Large = 1
Public/Small = 0
Private/Large ==1
Private/Small ==1
WISCONSIN
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STATE
WISCONSIN
(conL)

Total = 15
Large 10

NURSING SCHOOIVCOLLEGF.

SIZE

STATUS

Marquette University
Milwaukee

Large

Private

Silver Lake College
Manitowoc

Small

Private

University o f Wisconsin at Green
Bay
Green Bay

Large

Public

University o f Wisconsin-Eau Claire
Eau Claire

Large

Public

University o f Wisconsin-Madison
Madison

Large

Public

University of Wisconsin-Milwaukee
Milwaukee

Small

Public

University of Wisconsin-Oshkosh
Oshkosh

Small

Public

Viterbo College
La Crosse

Large

Private

Small 5

Public 5

Private 10

Public/Large = 3
Public/Small = 2
Private/Large = 7
Private/Small = 3
Total Number of Nursing Schools in the Study = 104
Large 53
Small 51 Public 42
Private 62
Public/Large = 30
Public/Small = 14
Private/Large = 26
Private/Small = 40
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APPENDIX D
DEMOGRAPHIC INSTRUMENT
Demographic Information
Directions: Please com plete the questions by filling in the space follow ing each question or checking the
appropriate space.
1.

Number o f years you have been department/program area chairperson
in your present college:

2.

Total number o f years in the nursing profession (teaching and clinical):

3.

Number o f years in baccalaureate level nursing education:

4.

Your highest degree held:

Bachelor's Degree in Nursing
Master's degree in Nursing
Master’s degree in related field
Doctorate in Nursing
Doctorate in related Held

5.

Your academic rank:

Full Professor
Associate Professor
Assistant Professor
Instructor

6.

Your gender

Female
Male

7.

If you currently teach, in addition to your administrative duties,
what percent of your time do you teach:
Undergraduate students
Graduate students
Do not teach

8.

Total number o f faculty for which you have administrative
responsibility:
Number o f tenured faculty members:
Number o f nontenured faculty members:
Number o f faculty members not on tenure track:

9.

Indicate type o f students in your department/program area who are:
Undergraduate students
Graduate students

10.

On a Likert type scale o f 1-5, (1 = strongly disagree, 2 = disagree, 3 = neutral,
4 = agree, 5 = strongly agree) how would you score this statement:
I feel a great deal o f pressure from the institution to engage in scholarly activities.
Code: Private/Public Status-Size: Pv/M

_____

%

%

%
%
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APPENDIX E
LETTER OF PERMISSION AND SCHOLARLY
PRODUCTIVITY INDEX (ADAPTED)
Letter of Permission

April 13,1992

Ranae W om ack
12718 Lake Beltrami Rd. N W
Bemidji, M N 56601
Dr. Mary W akefield
Office o f Senator Bcrdick
United States Senate
Washington, DC
20510-3401

Dear Dr. Wakefield,
Thank-you for giving me permission to use your Scholarly Productivity Index
(S P I) and for sending dissertation information as well as the instrument itself. I look
forward to getting to data collection phase soon. My committee strongly suggested
that I obtain a letter from you stating that I have your permission to use the SPI. I f you
would b e willing to write such a letter, a stamped, self-addressed envelope is enclosed.
Your schedule must be very busy and I appreciate your help. Thank-you.

Sincerely,

^a n ^X
Ranae W om ack
UND graduate student
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Scholarly Productivity Index
(Adapted)
Introduction: The following questions arc designed to ascertain aspects o f your scholarly
activity as a nursing chairperson or program area director. In the first column, "current
institution," you should respond to each item based cm the length of time you have been a
department chairperson or program area director at your current institution. In the second
column, you should respond to each item based on your overall total scholarly activity.
Work started at another institution but completed at your current institution should be
counted under "current institution" as well as in the total.
Directions: Read each item carefully. Think about how often you have engaged in the
activity described. Indicate your answer by identifying the number of times you have
engaged in the activity described in each item in each column. Enter a zero if you have not
engaged in the activity as described by the introduction.
Current
Institution

Overall
Total

1. Number o f articles published or accepted for
publication in refereed journals.

_____

_____

2. Number of articles submitted for publication
in refereed journals but not yet accepted for
publication.

'

_____

3. Number o f books or monographs published.

_____

_____

4. Number of books or monographs for which
you served as editor.

_____

_____

5. Number of book reviews published.

_____

_____

6. Number of research projects completed but
not yet submitted for publication.

_____

_____

7. Number of research-based papers presented at
state or national professional meetings.

_____

_____

8. Number of dissertations or theses chaired.

_____

_____

9. Number of authored or co-authored research-related
grant proposals which have been funded.

_____

_____

10. Number of memberships on journal editorial boards.

_____

_____

11. Number o f off-campus funding agencies on which
you serve (agencies that review research grant
proposals).

_____

_____

12. Number of offices held on research committees
of professional organizations.

_____

_____

Item
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APPENDIX F
INITIAL LETTER TO DEANS AND
DESCRIPTION OF THE STUDY
Initial Letter to Deans

May 13,1992

D e ar_____ ,
I am a Registered Nurse working on a doctorate at the University o f North Dakota. My
study seeks to identify the self-perceived leadership styles o f nursing department
chairpersons/program area coordinators in baccalaureate/higher degree schools o f nursing.
On M ay___ , 19921 called to ask if I could send a letter and instruments for my study to
nursing chairpersons at your nursing school. I have enclosed a description o f the study for
your review before distribution of the questionnaire packets to chairpersons.
Enclosed you will find a packet for each chairperson, a summary o f the study, two short
instruments including Hersey and Blanchard's LEAD-Self, Wakefield's Scholarly
Productivity Index (SPI), and a demographic information form. Instrument completion
time should be about 20 minutes for coordinators. Each packet contains the instruments,
an addressed, stamped envelope, and an addressed postcard for return to me. By returning
this postcard separately from the instruments, participants will protect their anonymity.
All information provided by participants will be strictly confidential in terms of individual,
school, and state names. Study findings will be reported in aggregate form only with
references to school site and public or private status. As the academic year comes to an
end, I realize that you are busy, and I appreciate your willingness to review these materials
and determine if the study is appropriate for your school. Thank you.
Sincerely,

Ranae Womack, R.N., M.S.
Doctoral student, University o f North Dakota
Enclosures:

Summary of the Study
6 Packets Containing: Letter for coordinators
LEAD-Self
SPI
Demographic Information Form
Pre-stamped envelope and postcard

112
Description o f the Study
Provided to Deans for Permission to Participate
Self-Perceived Leadership Style o f Department Chairpersons
in Baccalaureate/Higher Education Nursing Schools
in Midwest States
Studies about the leadership characteristics of deans and assistant/associate deans in
colleges of nursing are abundant in the literature. There is, however, a lack of information
about leadership styles of chairpersons in colleges of nursing. In fact, only recently has
academic chairperson leadership style been studied (Knight and Holen 1985). Many
authors state that continued research on leadership behavior and effectiveness is needed
(Frieswick 1980; Thomas et al. 1990; Young, Johnston, and Sweeney 1988).
Wakefield-Fisher (1987) stated that further research in the area of academic administration
in colleges of nursing is needed as well.
The purpose o f this study is to describe the self-perceived leadership style o f department
chairpersons in National League for Nursing (NLN) accredited four-year colleges of
nursing. Study of whether or not a relationship exists between the scholarly productivity
of the chairperson and the self-perceived leadership style of the chairperson will be
included. Situational Leadership Theory, a contingency approach to leadership proposed
by Hersey and Blanchard (1988), is the theoretical framework for this study.
A descriptive study will be conducted using a survey approach. Nursing department
chairpersons in several upper midwest states will be asked to complete the LEAD-Self
instrument developed by Hersey and Blanchard and the Scholarly Productivity Index (SPI)
developed by Wakefield-Fisher. This study requires the use o f human subjects as
leadership style implies a leader-follower relationship in the academic setting.
The information derived from this study should be o f interest and importance to several
groups of nurses and professional educators. This study will assist faculty members in
understanding relationships with chairpersons, especially related to leadership style. Also,
faculty members who seek leadership positions within the academic environment may find
study results helpful. This study will add to the body o f professional knowledge in
nursing leadership and administration. Because information about chairperson leadership
style is sparse, the study will provide research based knowledge useful to academic leaders
as well. Nurses in transition from clinical setting to university setting may find the study
provides assistance in successfully making the change. The benefits to the individual
respondents will be minimal.
Risks for the subjects o f this study, nursing department chairpersons, are minimal.
Permission to participate in the study will be received from the Dean of each college of
nursing. Because participation is voluntary, only those department chairpersons who wish
to complete the survey instruments and return them by mail to the researcher will do so.
Information is confidential, and no school, state, or individual names will be used in the
report Study participants receive a summary o f the results by checking the appropriate box
on a response card which is separate from the instrument packet.
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APPENDIX G
INITIAL LETTER TO CHAIRPERSONS, POSTCARD,
AND REMINDER POSTCARD
Initial Letter to Chairpersons

Name
Address
Zip
D e ar__________ ,
I am a registered nurse working on a doctoral degree at the University o f North Dakota.
The nursing literature lacks information about a very important leadership role in nursing,
the nursing department/program area chairperson. This study seeks to identify the
self-perceived leadership styles of nursing department chairpersons in baccalaureate
schools o f nursing. A possible relationship between scholarly productivity and leadership
style is part of the study.
Enclosed you will find three short instruments including Hersey and Blanchard's
LEAD-Self, Wakefield's Scholarly Productivity Index (SPI), and a demographic
information form. Instrument completion time should be about 20 minutes. An addressed,
stamped envelope is included as well as an addressed postcard to let me know that you
have returned your instruments to me. By returning this postcard separately from the
instruments, you will protect your anonymity; at the same time, I will know that you have
responded so I will not have to bother you with any follow-up mailings. Please take a few
minutes to complete the instruments and return them to me as soon as possible or by
June 1.
All information which you provide will be strictly confidential in terms of individual and
school names. Study findings will be reported in aggregate form only with references to
school size and public or private status. As the academic year comes to an end, I realize
that you are busy, and I appreciate your willingness to participate in this study. Thank
you.
Sincerely,

Ranae Womack, R.N., M.S.
Doctoral student, University of North Dakota
Enclosures:

LEAD-Self
SPI
Demographic Information Form
Return envelope and postcard
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Return Postcard

Please print your name below to indicate that you have completed the instruments for this
study and have returned them in the separate envelope. Thank you for participating in this
study.
Your nam e___________________________________________
Institution___________________________________________
_____ Check here if you would like a summary o f the study.
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Reminder Postcard

During the third week o f May you should have received a letter requesting your
participation in a study of self-perceived leadership style. The instruments were enclosed
with an addressed, stamped envelope for return to me. If you have mailed them to me,
thank you, if not, please consider completing the instruments (it takes about 20 minutes)
and returning them to me. Your response is completely anonymous. Since this study is
for my doctoral dissertation I would appreciate your participation very much. Thank you.
Ranae Womack, MS, RN
Doctoral student, University o f North Dakota
Grand Forks, ND Tele. # 701-777-4255
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APPENDIX H
FOLLOW-UP LETTER TO DEANS AND FOLLOW-UP
LETTER TO CHAIRPERSONS
Follow-up Letter to Deans

June 4, 1992

D e a r________ ,
During the third week of May you should have received a letter requesting that you
distribute packets to department chairpersons/directors/department heads for participation in
a study of self-perceived leadership style. The packets contained a letter asking them to
participate in the study and instruments were enclosed with an addressed, stamped
envelope for return to me. Response to the instruments will be completely anaonymous
since instruments are mailed separate from the enclosed postcard with individual and school
name.
At this time, I have received no completed instruments from your school. If you have
distributed the packets to the appropriate chairpersons or directors, thank you, if not, please
consider distributing them as soon as possible. Since this study is for my doctoral
dissertation, I would appreciate your assistance. Thank you.
Sincerely,

Ranae Womack, MS, RN
Doctoral student, University of North Dakota
Grand Forks, ND Tele. # 701-777-4255
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Follow-up Letter to Chairpersons

July 10, 1992

D ear________ ,
During the third week o f May you should have received a letter requesting your
participation in a study o f self-perceived leadership style. The study seeks
to identify the self-perceived leadership styles of nursing department chairpersons in
baccalaureate schools o f nursing. I am a registered nurse working on a doctoral degree at
the University of North Dakota. This is my second request for your participation in the
study. Because completion o f my dissertation is dependent on this study, your
participation is very important to me.
Enclosed you will find three short instruments including Hersey and Blanchard's
LEAD-Self, Wakefield's Scholarly Productivity Index (SPI), and a demographic
information form. Instrument completion time should be about 20 minutes. An addressed,
stamped envelope is included as well as an addressed postcard to let me know that you
have returned your instruments to me. By returning this postcard separately from the
instruments, you will protect your anonymity; at the same time, I will know that you have
responded so I will not have to bother you with any follow-up mailings. Please take a few
minutes to complete the instruments and return them to me as soon as possible or by
August 1.
All information which you provide will be strictly confidential in terms o f individual and
school names. Study foldings will be reported in aggregate form only with references to
school size and public or private status. I realize that you are busy, and I appreciate your
willingness to participate in this study. Thank you.
Sincerely,

Ranae Womack, R.N., M.S.
Doctoral student, University of North Dakota
Enclosures:

LEAD-Self
SPI
Demographic Information Form
Return envelope and postcard
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